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ABSTRACT 


In order to formulate recommendations for improvement of 
the NOAA Corps Fitness Report System, the problem is attacked 
trom three directions: 1) a study of industrial performance 
praia) 2) a study of appraisal methods in the six larger 
uniformed services of the United States; and 3) a study of 
the attitudes of NOAA Corps officers regarding the present 
NOAA Corps Fitness Report System. 

fier assimilating and categorizing the information ob- 
tained from the above three areas, it is concluded that the 
NOAA Corps must redesign its appraisal system to better 
encompass both evaluative appraisal needs (past performance 
oriented) and development appraisal needs (future performance 
aren ced). 

Specific recommendations are offered to bring about the 
necessary changes. These recommendations include adoption 
of Management-by-Objectives, implementation of a form of 
self-assessment, and the addition of greater internal controls 
such as reviewing officers, total score guidelines, and 


written justification of all extreme marks. 
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I. INTRODUCTION 


The NOAA Corps, formerly called the ESSA Corps, is a 
descendent of the United States Coast and Geodetic Survey 
which was formed by Act of Congress in 1917. For many years, 
the major activities of the Coast and Geodetic Survey were 
hydrographic and geodetic surveying for which engineers 
qualified for marine command were required. Since that time, 
the NOAA Corps mission has expanded to encompass earth, at- 
mospheric, ocean, and biological sciences. In the August 1, 
1971, NOAA Coros Bulletin, the following NOAA Corps mission 
statement was published: 

Pie mission ot the NOAA Corps is to provide officers 
technically competent to assume positions of leader- 
ship in the projects and programs of NOAA. Members 


or a Uniformed Service, they serve as officers of 

the Department of Commerce or as military officers, 
if transferred to the Armed Services during times 

of emergency. Discipline and flexibility are in- 
nerent in the Corps personnel system. NOAA officers 
are trained for positions of leadership and command 
Wa the Operation of ships and aircraft; in the con- 
duct of field projects on land, at and under the sea, 
and in the air; in the management of NOAA observa- 
tional and subport facilities; as members or leaders 
of research efforts; and in the management of various 
organizational elements throughout NOAA." 


An intrinsic part of assuring that capable men are iul- 
filling that mission is the NOAA Corps Fitness Report System. 
The heart of this system is NOAA Form 56-6, Fitness Report 
meree@ommissioned Officers. To quote from the instructions 


for preparing Form 56-6: 





"This report is used with previous fitness reports 
for the purposes of assignment-making, career devel- 


Bement and promotion." 

The objectives of this thesis are the determination of 
whether or not the NOAA Corps Fitness Report System is in 
mee tUlfilling the above functions and, if not doing so, 
the formulation of methods to improve the System to better 


meet NOAA Corps personnel needs. To accomplish these ob- 


jectives, research has been directed into the following 


areas: 


EU Sad ol current literature to determine new de- 
pousomssvs in and "state of the art" of Derformance 
appraisal. 

TUE y Of pertinent NOAA Corps regulations and 
official published material regarding the NOAA 
Corps Fitness Report System. 


DAS dy o the appraisal systems of the six larger 
uniformed services of the United States. 


4) A study of industrial appraisal systems with partic- 
blas emphasis on firms having occupational similari- 
tles to NOAA Corps assignments. 

5) An attitude and informational questionnaire designed 
Boedecermine NOAA Corps officers’ perceptions and 
observations of the NOAA Corps fitness report system. 

In conclusion, this thesis will make specific recom- 
mendations concerning the NOAA Corps officer appraisal 


System. These recommendations will be based on the results 


of the above studies and the questionnaire results. 
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/ II. PERFORMANCE APPRAISAL - STATE OF THE ART 


A. BACKGROUND 

The orizıns of performance appraisal are lost in an- 
tiauity. It is probable that the beginnings of performance 
appraisal coincide with the beginnings of the world's old- 
est profession. Within the military realm, examples of in- 
mormal Military appraisal are found in the Bible, Caesar's 
account of the Gallic Wars, Napoleon's campaigns, and in the 
majority of written histories down through the ages. The 
memerts Of Srigadier General Lewis Cass in 1813 are the 
Oldest written fitness reports in United States Department 
of Defense files. Since that time, all uniformed Services 
and the majority of governmental agencies and industrial 
concerns have adopted some form of a personnel evaluation 
System. For the majority of a tion with a personnel 
evaluation system, the present format of the appraisal 
system has ceen arrived at by an iterative process as 
management theories nave come and gone and as further in- 
Sigh into the workings of human behavior have been gained. 
P, The majority of performance appraisal systems in use 
today have stated or implied objectives of justifying wage 
and salary actions, setting goals, determining training needs, 
providing a historical background to aid in the justification 
of personnel actions, providing either positive or negative 
feedback concerning performance, and validating selection 


and promotion procedures. 


m 





Performance appraisal systems can be categorized in 
Many ways. For purposes of this thesis, this writer cat- 
egorized appraisal systems by design of system, evaluator - 
evaluatee relationship, and developmental versus evaluative 


systems. 


©. PROBLEMS WITH APPRAISAL 
Before preceeding with a description of the above sys- 
tems it is noted that all systems have one or more of the 


following common appraisal problems as compiled by the writer: 


(1) Subjectivity /Patton, 1960/ - No matter the system 
or the rater(s), personal bias will creep into rat- 
ings. Personal values and bias have in more than one 
organization replaced organizational standards. 

(2) Halo effect /Ewart, Seashore and Tiffin, 1941/ - This 
error occurs when the rater lets one characteristic 
influence the overall assessment of the person being 
zen cd. From the standpoint of the organization, this 
Sanos particularly harmful if politically skilled 
sycophants score high on items such as human relations 
and are then scored equally high on items such as pro- 
ductivity when in reality their productivity may be 
quite low. 

(3) Leniency /Taylor and Hastman, 1956/ - These errors 
are manifested by grade inflation. The converse of 


this error is the tendency to rate people lower than 
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(4) 


(3) 


their true worth, although this is much less common. 
Central tendency error /Patterson, 19507 - This occurs 
when a rater tends to rate everyone average and in 
fact fails to differentiate between subordinates. 
Establishment of Reliability /Taylor and Hastman, 
1956/ - The reliability of a performance appraisal 
system is the consistency with which a subordinate 

is rated ln successive ratings, assuming no change in 
ENS UbNBdESate's performance nor in the appraisal 
form. Reliability is also measured by the consis- 
tency with which two or more supervisors rate per- 
formance when they have comparable information 
concerning a subordinate's performance. 

Zstablishment of Relevance /Haynes, 1978/ - Are the 
Seams being reported on truly relevant to the organ- 
igation and the job of the rated individual? 
Establishment of Validity /Bayroff, Haggerty, and 
Rundquist, 1954/7 - The validity of a performance 
evaluation system is indicated by the extent to which 
ratings reflect real differences in the degree to 
which the ratees are contributing to the overall 
goals of the organization. 

Managerial Resistance - This problem first suggested 
by Douglas McGregor /Ref. 20/, is generated by the 
supervisor's innate resistance to "playing God." To 


quote McGregor "The respect we hold for the inherent 
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value of the individual leaves us distressed when we 
must take responsibility for judging the personal 
worth of a fellow man. Yet the conventional ap- 
proach to performance appraisal forces us not only 
to make such judgments and to see them acted upon 
but also to communicate them to those we have judged. 
Small wonder we resist!" 

(9) Managerial Time Constraints /Whisler and Harper, 1964/ - 
For Managers having to appraise large number of sub- 
ordinates, the time required to both observe and then 
complete the paperwork involved with the appraisal 
process may ce prohibitive. 

(10) Brror of recency - According to Ford and Jennings 
fRef. 11/7, the tendency to evaluate an employee on 
what he has done recently as opposed to nis consistent 


performance throughout the rating period. 


The above list is not meant to be a comprehensive listing 
of all problems associated with performance appraisal. 
Numerous other problems, such as intra-personal conflict be- 
tween rater and ratee, timeliness of appraisal information, 
and even intentional corruption of the system by morally 
bankrupt managers, can and will crop up from time to time 


in specific instances. 
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DESEEN OF APPRAISAL SYSTEMS 


According to Oberg /Ref. 22/7, there are nine system de- 


Signs in general use today. These are: 


NO OO ^J) Ow En NN P 


Essay appraisal 

Graphic scale rating 

Field review 

Forced-choice rating 

Critical incident appraisal 
Management-by-objectives approach 
Work-standards approach 

Ranking methods including alternation and paired 
comparison 

AsSessment centers 


An additional system coming into fairly widespread use is 


the behaviorally anchored rating scale. The general charac- 


teristics of these systems follow: 


(1) 


2) 


The essay appraisal /Richardson, 1950/ essentially 
requires the rater to write a paragraph or more 
describing the ratee's strengtns, weaknesses, accom- 
plishments, estimated potential, etc. The biggest 
problems with essay ratings are the variability of 
length and content and the general difficulty associ- 
ated with comparing one man's ratings with another. 
The graphic rating scale /Paterson 1922-1923, Ryan, 
19457 does not allow an in-depth study of a man's 
performance characteristics, but it is considered 
one of the more reliable and consistent appraisal 
methods. According to Oberg, "For many purposes 
there is no need to use anything more complicated 
than a graphic scale supplemented by a few essay 


questions." 
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(3) 


The field review method /Wadsworth, 1948/7 is utilized 
when it is suspected that there may be rater bias, 
widespread errors of leniency causing system inflation, 
or when comparability of ratings is essential.  Essen- 
tially, this method involves a member of the central 
administrative staff meeting with small groups of 
raters and discussing ihe ratings of their individual 
employees with them. The objectives of this meeting 
are to (a) identify areas of inter-rater disagreement, 
(b) help the group arrive at a consensus concerning 
the ratings of their employees, and (c) assure that 
each rater is perceiving the organizations standards 
Similarly. The major problem with this system is 

that the process is quite time consuming. 

Forced-choice rating /Sisson, 1948/ has many varia- 
tions, but the most common asks the appraiser to choose 
from among tetrads of statements those which least 


urn, "Sach statement has a weight or score at- 


a, 


tached to it as established by the designer of the 
form and the highest scoring ratees are considered the 
best performers. In theory this system looks great 

as it is assumed that both the rater and ratee have 
Suo moronic intelligence and are being "tricked" into 
E a "true evaluation. In practice, a sophis- 
+icated rater can easily give any employee as high or 


low of rating as he desires. Another problem is 
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(5) 


(6) 


that forced choice ratings are relatively useless in 
performance appraisal reviews. 

Critical incident appraisal /Flanagan and Burns, 1957/ 
involves the supervisor keeping a record of a sub- 
ordinate's performance throughout a rating period. 
Both good and bad performance is recorded and then 
related to the subordinate during an appraisal inter- 
view. The primary advantage of this system is that 
a man's performance and not his personality is what 
is being evaluated. Problems with this system are 
that the supervisor sets the standards and then makes 
the subjective judgment of what is a "critical 
dent". /Scott, 1973/. 

Management-by-objectives (MBO) /Patton 1960, The 
Conference Board, 1968/7 involves employees helping 

to determine their own future verformance goals and 
then being rated on how well they attain these goals. 
Two major problems have evolved from this. It has 
become apparent that many employees want nothing to 
do with setting their own goals ("If I wanted to be 

a manager, I would have become a manager") and in 
many instances lauded examples of participatory man- 
agement have drifted into a system whereby management 
attempts to give an impression of participatory goal 


setting but, in fact, ends up setting its own goals 
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(7) 


(8) 


and objectives. In addition, some practitioners claim 
that paperwork, excesSive time to implement, and in- 
ability to compare one individual with another are 
major difficulties of an MBO system. 

The Work Standards approach /Oberg, 1972/ is essen- 
tially MBO with one major philosophic difference. The 
company sets the objectives and then evaluates em- 
ployees on how well they attain these company set 

goals. However, setting goals for the employees 

should make the evaluation procedure less threatening 

as the employee knows the exact basis for his evalu- 
ation. The most serious problem with the Work Standards 
approach appears to be an inability to compare individ- 
uals, as employees in different portions of an organ- 
ization are rated on a different basis. Also in many 
Ges chere iS difficulty in setting accurate and fair 
standards. 

Ranking methods essentially list employees in the 
supervisor's perceived order of worth to the organization. 
Alternation ranking /Lopez, 1968/, forced distribution 
/Tiffin, 1951/, and paired-comparison /Lawshe, Kephart, 
and McCormick, 1949/ ranking are the most widespread 
ranking systems. This system is widely used in 
choosing individuals for promotion to top management 
as candidates for such positions usually have equally 


glowing appraisal reports. The major drawbacks of 
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(9) 


(10) 


this system are its almost completely subjective 
Cer emand tile tact that it is not "relative." All 
those ranked may be very poor. Ultimately the individ- 
ual or group making such rankings must rely on 'gut 
feeling' to establish a ranking order. 

Assessment centers VENIO, 19747, as pioneered by 
emo us las Bray of AT and T, are groups of specially 
srained managers from various departments in an or- 
ganization brought together to pool judgment for 
ranking a group of subordinates by order-of-merit. 
These subordinates pass through a series of manage- 
ment games, leaderless discussion groups, etc., and 
are evaluated on their performance by the assessment 
center. This system is a sophisticated ranking method 
that makes it possible for worthy individuals in low 
status departments or low profile jobs to attain visi- 
bility in the competitive situation of an assessment 
center. There is little that can be said against such 
a method as it has the effect of equalizing oppor- 
tunity, improving morale, and enlarging the pool of 
possible promotion candidates. However, it can be 
very expensive and ultimately relies on the collective 
subjective judgment of the individuals making up the 
assessment center. 

Behaviorally anchored rating-scales, lauded by Millard, 


Luthans, and Otteman /Ref. 21/ as "A New Breakthrough 
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for Performance Appraisal" are in fact a glorified 
version of the graphic rating scale. For example, as 
opposed to headings such as outstanding ... through 
unsatisfactory on a performance trait such as grace- 
fulness, the rater could be expected to choose from a 
list of statements such as 

- a) Has the moves of a prima ballerina 

cau spibouette with the best of them 

- c) Can jog reasonably well 

Seay traps often 


- e) Misses the ground when intentionally throwing 
self at same 


The authors claim this system will be a breakthrough 
for "more reliable, effective and valid performance 
appraisals." Because of the increased specificity 
or the rating scale, it 1s possible that this system 
“Well function better than the traditional graphic 
rating scale. However, a problem exists in identi- 
fying universally applicable behavioral descriptors 


in an organization with diversified missions. 


ie ma joricy of appraisal forms in use today incorporate 
elements from one or more of the above appraisal designs. 
Mmewover—-riding philosophy in this hybrid approach is that 
two or more appraisal systems used together will complement 
each other and give a more complete view of the rated 


Iani vidual. 
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PA 
DY EVALUATOR-EVALUATEE RELATIONSHIPS 


Within the context of the above appraisal designs, the 


following evaluator-evaluatee relationships can exist: 


E. 


, Superior-subordinate appraisal system - This is the 


classical evaluation system in which the superior 
passes judgment on the past performance of a subor- 
dinate. This system is also amenable to a group of 
Superlors combining their views to pass judgment on a 
subordinate. 

Participatory approach - This system is essentially 
the management-by-objectives approach in which a sub- 
ordinate and superior jointly establish a set of ob- 
jectives for the subordinate to accomplish, and then, 
at the end of a rating period, participate in evalu- 
ating now well the subordinate met his objectives and 
agree on a new Set of objectives for the coming rating 
period. 

Self-appraisal - Self-appraisal, as described by 

Teel /Ref. 32/, is & method whereby the subordinate 
rates himself and then compares his results with his 
tg rwuspr's rating of him. Ground rules are laid out 
ahead of time for negotiating differences between the 
subordinate's view of himself and the superior's view 
Ge the subordinate. Teel reports that in his experience 


this method enhanced the communication between superior 
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and subordinate during the appraisal interview. 

Tenneco Oil of the firms canvassed in Chapter 3 prac- 
Glees whas fonm of self-appraisal. A variation of 
Self-appraisal, whereby the subordinate provides his/ 
her superior with a listing of his objectives, duties, 
and accomplishments during the appraisal period, is 
practiced by two firms canvassed by the writer and is 
under consideration for use by the United States Army. 
Peer ratings /Hollander, 1954/7 - Ratings by those of 
equal rank or position in a hierarchical social system 
are termed peer ratings. The over-riding consideration 
of peer evaluation is "that the individual working 
closest to the person being judged would have the best 
information on performance" /Whisler and Harper, 1964/. 
A Major problem in Deer rating is that the criteria for 
evaluation may be useful to the rater but not necessarily 
to the organization /French, 1978/. 
Subordinate-superior ratings /Maloney and Hinrichs, 
1959/ - This method entails a subordinate rating a 
Superior. This is most effective when the superior is 
eden such items as training subordinates, providing 
performance feedback, and providing a supportive atmos- 
Dhere for subordinates to function within. These systems 
accept the fact that a subordinate does not nave a suf- 
ficiently wide view of the "big picture" to evaluate 


a superior on all facets of his performance. The 
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objective in such a system is to provide a superior 
with feedback relating to his handling of subordinates. 
It is hoped that this will improve the superior's 
effectiveness as a leader and manager. As with peer 
group evaluation, the rater’s performance appraisal 
few be based on criteria useful to the rater but not 


necessarily to the enterprise. 


* 


E. EVALUATIVE VERSUS DEVELOPMENTAL APPROACH 

Cummings and Schwab /Ref. 8/ differentiate performance 
appraisal philosophies on the basis of whether the use of 
the appraisal is to evaluate past actions or develop future 
performance. Evaluative use of performance appraisal focuses 
on past actions which could affect administrative decisions 
such as promotions, demotions, transfers, and terminations. 
On the other nand, developmental appraisal focuses on im- 
proving performance and the potential for performance by 
identifying areas for growth and personal development. The 
following table /Cummings and Schwab, 1978/ outlines the 


major differences between the modes of appraisal. 
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Evaluative Role Developmental Role 


of Apvraisal of Appraisal 
Focus On past performance On improvement in 
future performance 
Objective Improve performance Improve performance 
by more effective per- through self-learn- 
sonnel and reward ing and growth 
adni S tration 
Method Variety of rating and Series of develop- 
ranking procedures mental steps as re- 


flected, for example, 
in management by 


objectives. 
Role ori To judge, to evaluate Le counsel, help; 
Superior or guide 
Role of Passive or reactive, Active involvement 
Subordinate Trequently to defend in learning 
himself/herself 
Figure 1 


Within the context of the above figure, it is becoming in- 
creasingly apparent that depending on the individual being 
rated, either the developmental or evaluative appraisal mode 
may be of greatest benefit to both the organization and the 
individual being rated. For instance, a hard-charging self- 
starter in a job with growth opportunities may be best ap- 
praised in the developmental mode. Individuals in jobs with 
little growth opportunity and little desire to learn more 
may be best appraised in the evaluative mode. By the same 
token, poor or marginali performers must be appraised in the 
Ata tive mode in order to keep tabs on their current 


Derformance. 
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It has become common practice in many companies to combine 
the evaluative and developmental aspects of performance ap- 
praisal into one all encompassing system. Some authors 
/Cummings and Schwab, 1978, Beer and Ruh, 1976/ have sug- 
gested that the techniques for performance evaluation are 
completely different from and may be inconsistent with the 
techniques for development of performance. 

Cummings and Schwab /Ref. 8/ address this by suggesting 
a three pronged appraisal program, encompassing a develop- 
mental action program (DAP), a maintenance action program 
(MAP), and a remedial action program (RAP). DAP focuses on 
the proven high performer with upward potential, MAP on the 
acceptable performer with limited upward potential, and RAP 
on the substandard performer who requires close observation 
or who should be prepared for termination. The advantage 
to implementing a DAP, MAP, and RAP program lies in the 
system's recognition that differing individual's with dif- 


ering personalities and worth to the organization may best 


a, 


be appraised in different ways. The program's major weakness 
lies in identifying DAP, MAP, and RAP candidates. It would 
appear that the pigeonholing of subordinates into a DAP, MAP 
or RAP mode would involve the same subjective judgments that 
are involved in all other appraisal systems. As such the 
writer suggests the use of a dual appraisal system, which 
recognizes the differing nature of the evaluative and develop- 


mental aspects of performance appraisal. 
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F. DEVELOPMENT AND MAINTENANCE OF AN APPRAISAL PROGRAM 


In developing an appraisal program, many decisions have 


to be made. Among theSe are: 


In EN) De 
u Meee eru uu 


What are the program objectives? 

Is the program direction evaluative, developmental, 
er c2 combination of the two? 

What are the behavioral dimensions to be appraised? 
Who will be the appraisers and how often will 
appraisals be conducted? 

What will be the design of the appraisal form? 


After determining answers to one through four of the above, 


the design of appraisal forms can begin. Haynes Refs. 13 


and 147 suggests keeping the following thoughts in mind 


while designing appraisal forms: 


ja 


Express only one idea with each factor to be ap- 
praised. If two thoughts are expressed, such as 
punctuality and attendance, a person who is rated 
hizh on one and low on the other is difficult to 
appraise. 

Use words the appraiser will understand. 

Have appraisers evaluate what they observe, not 
what is inferred. 

Avoid double negatives. Make positive, declarative 
statements. 

Express thoughtclearly and simply. Qualifying 
clauses, ponderous words, and complex expressions 


serve only to confuse the appraiser. 
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Keep statements internally consistent. 

Avoid universal statements. Words such as "all," 
"always," and "never" lead to ambiguity. 
Concentrate on the present. Any attempt to go into 
the past for a rating will lead to distortion. 
Dramatic events in the past stand out in an appraiser's 
memory, while good daily work T to be expected 
and therefore overlooked. (This appears to contra- 
dict the concept of the "error of recency" /Ford 
and Jennings, 1977/7 as reported in Section B of 
Bas chapter.) 

Avoid vague concepts. This is particularly ap- 


parent in attempts to appraise personality factors. 


Heisler /Ref. 15/, in a study of viewpoints of one 


hundred chief executive officers of Fortune 500 companies 


versus the viewpoint of 200 MBA candidates at Wake Forest 


University found the following ranking of traits for deter- 


Mining promotability. The MBA candidates' rankings are in 


parentheses. 


pa 


Oro CON OWN FWD PR 


Comes up with new ways to handle problems. 

Is cooperative, has the spirit of teamwork. 

Has a good record of accomplishments. 

Is able to operate with a minimum of direction. 
Is able to argue logically. 

Is able to meet deadlines. 

Is able to communicate clearly and effectively. 
Is tactful in making suggestions to superiors. 
Is able to take suggestions from subordinates. 
Has the respect of colleagues. 


Nn 


E IN) ^ ON a 
O Yin PI OO ONE Uy) 
A AS NL SA uA N A N 
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The MBA candidates rated 2 and à respectively 

- 2. Is able to sell ideas. 

- 4. Has a pleasant personality. 
The corresponding Chief Executive Officer (CEO) values are 
12 and 18. It is noted that the above rankings reflect the 
CEO's view of present corporate policy. As a cross reference, 
Heisler also asked for CEO's and MBA candidates to rank 
traits as they should be considered in an ideal setting. 
The major casualties in this cross-referencing are 

=o. >) Is tactful in making suggestions to superiors 

- 18. (4) Has a pleasant personality 
Mach drop to 21 (17)and 20 (18) respectively. 

It is the writer's belief that any designer of an appraisal 
form whicn incorvorates a graphic rating scale into its format 
snould seriously consider utilizing at least the top ten 
mess or some form of them as reported by Heisler for CEO's. 

Cook /Rer. 4/, in an attitude survey of managers, found 
that the usefulness, and thus the value, of performance ap- 


praisals can be improved if they 


Are provided as frequently as costs and other cir- 
cumstances permit. 

2. Are provided as soon after the end of a reporting 
Deriod as possible. 

3. Give appropriate credit for favorable performance. 

4. Include, if possible, the reasons for reported below 


average performance. 
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5. Provide as much detailed information as Specifically 
needed by each recipient. 

6. Include only controllable items. 

am Me accurate. 

8. Compare actual results with an accurate, fair, and 
appropriate basis of measurement (where possible 
the quality of the job should also be measured). 

9. Emphasize the exceptional items (good and bad) which 
require the attention of the manager. 

10. Avoid using performance reports as a pressure device 
to prod the managers continually to increase output 


or decreaSe cost. 


Ford and Jennings /Ref. 11/ make the case that the prime 
method of increasing the effectiveness of performance apprai- 
sals is to reduce the time interval between appraisals. 
“Available research evidence, though limited, indicates that 
increasing appraisal frequency can be an effective way of 
Overcoming reluctance to administer appraisals, increasing 
the accuracy of the performance rating, enhancing employee 
satisfaction and acceptance of the appraisal, and mitigating 
judicial charges of discrimination." As opposed to flooding 
neadquarters with bi-monthly or quarterly reports, Ford and 
Jennings suggest that the supervisor maintain an appraisal 
rile for nis subordinates and compile a year end composite 


report for inclusion in headquarters personnel files. It is 


> 





felt that such a system could help eliminate such factors 
as the recency error, halo effect, and unpleasant surprises 
such as the subordinate discovering that he has been doing 
something wrong all year and finding out about it only dur- 
ing his yearly appraisal. 
G. EQUAL EMPLOYMENT OPPORTUNITY AND THE PERFORMANCE 

BPE RALISAL 

Inereasingly, the courts are looking at an organization's 
performance appraisal system in situations involving alleged 
discrimination because of sexual, racial, or religious 
bias. According to Schneier /Ref. 28/, the courts have 


found appraisal systems to be discriminatory when: 


- They were based on subjective and ill-defined criteria. 
- They may have been affected by sexual and/or racial bias. 
- They were not collected and scored under standardized 
Fear drgıons, thus affecting their reliability and validity. 
- The content of the rating instrument was not based on a 
Careful job analysis. 
- They were not shown to be job related through proper 


validation studies. 


French /Ref. 12/ feels that "job-relatedness, detailed 
instructions for raters, familiarity with the employees' day- 
to-day performance, and standardized methods of administration" 
are required to assure an appraisal system is not found to be 


dascriminatory. 
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Kk. SUMMARY 

Performance appraisal has the attribute of either becom- 
ing a major problem to an organization or a tool with which 
to improve both employee morale and productivity. Although 
some systems claim to be able to reduce subjectivity in rat- 
ings, it is doubtful that any system dealing with human 
beings can (or even should) be made completely free of 
ExUectrvrty. In view of recent court decisions, it is a 
necessity for all organizations to inspect their appraisal 
system for potentially discriminatory elements and redesign 
their system as required. It must be remembered that any 
appraisal system is only as good as the people administering 
it. In addition, it must be recognized that the performance 
appraisal is only one facet, albeit very important facet, of 
an effective personnel administration system. The perform- 
ance appraisal is not and cannot be a panacea for poor re- 
cruiting practices, poor job placement, and inadequate 
training programs. Poor performance, where it exists, is 
not the fault of an appraisal system. The converse is not 
true. A good appraisal system can enhance and improve em- 


ployee performance. 
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III. INDUSTRIAL PERFORMANCE APPRAISAL 





A. CANVASSING OF INDUSTRIAL CONCERNS 

Noting that there are numerous similarities between the 
performance of employees of specific types of industrial 
concerns and the officers of the NOAA Corps, fifty-nine 
industrial concerns were contacted by the writer for infor- 
mation concerning their performance appraisal systems and 
career development programs. 

Prior to contacting these firms, the writer categorized 
NOAA Corps asSignment possibilities into seven broad and 
sometimes overlapping areas: 

1. Nautical oriented 
Flight oriented 


Environmental data collection (ocean, earth, at- 
mosphere, biosphere) 


QW 


Y Research and development 

5. Technical overational 

6. Technical staff and management 

7. Administrative staff and management 
Coupled with these potential assignment areas are the possi- 
bilities of prolonged duty in remote areas and a highly 
mobile life style. These considerations led to canvassing 
of firms in the following areas: 

1. Natural Resources (mineral and forest development) 

2. Worldwide Construction 


3. Research and Engineering Development 


B2 





4 
>. 
6 


T> 


Maritime Transportation 
Ocean Industry 
Fisheries 


e Transportation 


Responding companies were: 


(if 


American President Lines 

Bechtel 

Beckman Instruments, Inc. 

The Cleveland-Cliffs Iron Company 
The Cleveland-Cliffs Iron Company (marine operations) 
Digital Equipment Corporation 
Einor Comporation 

Borrensıd Camera and Instrument Corporation 
G@eoresia—Pacific Corporation 
Asarco, Inc. 

Gui? 011 Company 

Hewlett-Packard 

Memnecots. Exploration, Inc. 

Kaiser Aluminum and Chemical Corporation 
Morrison-Knudsen Company, Inc. 
Moore-McCormack Lines, Inc. 

Matson Navigation Company 

Dean" tecnnolosgy, Inc. 

Ocean Data Systems, Inc. 
Oceaneering International, Inc. 
Prudential Lines, Inc. 

Samm@amee International Corporation 
Standard Oil Company (Indiana) 
Seaadard Oil of Ohio 

Sun Harbor Industries 

Tezsaeco, Inc. 

Tenneco Oil 

Texas Instruments Incorporated 
United Airlines 

U Borax 

United States Lines, Inc. 
Neyerhauser Company 


The appraisal and development forms and accompanying 


received) regulations and official guidance for comple- 


tion of these forms and methods of appraisal were analyzed by 


the 


writer. In the case of a company having multiple appraisal 
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forms, the form most applicable to the NOAA Corps mission 
was utilized for analysis. However, in the case of the 
Cleveland-Cliffs Iron Co., because of the wide divergence in 
form design between supervisory personnel and marine trans- 
Pert deck officers, both forms were utilized in the analysis 
of appraisal systems. Conversely, responses were received 
uu meGult 011 Exploration and Production Company and from 
Gulf Research and Development Company, both divisions of 
Gee Ort. As both divisions utilized the same forms, Gulf 
Oil was only counted once in the analysis. The response 
from Sun Harbor Industries, a subsidiary of Westgate-Cali- 
fornia, a fishing company, was a Management appraisal form 
as opposed to a fisheries captain or deck officer appraisal 
form. Responses from Asarco, Inc. (natural resources) and 
American President Lines (maritime transport) indicating no 
formal appraisal system were received via telephone conver- 
sation. A telephone response from Ashland Exploration (nat- 
ural resource) indicated a recent change in appraisal design 
to a system encompassing a greater degree of self-assessment. 
As no follow-up form was received by the writer, Ashland 

was not included in the analysis. See Figure 2 for a com- 
Dilation of characteristics found on industrial performance 
appraisals, and an indication of the relative frequency with 
wnich various characteristics are utilized. Figure 2 


is designed such that industry types are across the top and 


34 





o 
e 
d£ 
ENS 
Seo 
+ N 
qd o 
ZA 
IES COMMEntS......ooo.o.. 9 
IEA: MOde............... 9 
Meee IRRADIA Z........ 0... ... 3 
MNAE COn lishment............ 7 
Be... ee ee nenn 7 
BEweMins Superior............ 8 
MewelopmMental Mode........cee. 8 
Included with evaluative 
EMEN 0. rr rt 7 
Separate form for career 
ae ONENG.. s e e er n mm 1 
e Scale... ............. 256 
M pnie (General)........... 3 
Memavyiorally Anchored....... 2 
ENSENIC SPpeciflC ........... 1 
MPI US. «0... <.o..... 9 
a mms 6 
Present Potential for Promo- 
RE e aur rt m m mtm 7 
MENTEM ES oo m mtn 9 
Space for employee's 
ECS. wk tt tt te Hn 6 
BENDervisor's Summary ol 
IO yees CommentS............ ly 
E cccermoFotential......... 4 
EN mal SySteM.....o........ 3 
Narrative required with 
NO SCAle.............o..o.. 2 
EN sssssment..s.... ertt nn. 1 
i cuTsitribution.......eee 1 
Weighting of performance 
MMS ct tt tw tee 0 
EY... nenn O 
NE e aa es 0 
Figure 2 


a LD e DB POPN NV YP WW FEN & {onstruction 


esearch and 


ngineering 
evelopment 


FA O mpm nn onen o n wow s 


arine and Air 
ransportation 


o e euwo o o one eo o 


IN 


cean Industry 
nd Fisheries 


O Rh pO VU Moor HR m Mw V No v vp 


| 
TONN 


16 
16 


15 
14 





appraisal characteristics run down the left margin.  Charac- 


teristics are ordered by decreasing frequency of use. 


B. APPRAISAL SYSTEM DESIGN PARAMETERS 

As can be seen from Figure 2, twenty-seven of the re- 
sponding entities have some measure of formal appraisal 
of employees, while only five responses indicated no formal 
appraisal system. Prior to discussing the twenty-seven re- 
sponses, two firms, Georgia-Pacific and Kennecott Explora- 
tion, Inc., Ocean Mining Laboratory, gave good reasons for 
not maintaining formal appraisal systems. In the case of 
Kennecott Ocean Mining Laboratory, Mr. John T. Fuller, Man- 
ager of Administration, wrote, "Since this is a small organ- 
ization with few transfers of personnel between ourselves and 
other Kennecott offices, the need for a formal evaluation 
system with historical depth is minimal... Since there are 
no "promotion boards" at a geographically remote area, there 
is little need for extensive documentation on job performance." 
Georgia-Pacific Corporation returned an answer which could 
be partially applicable to the NOAA Corps (however, the 
writer is not suggesting that the NOAA Corps dispense with 
its Fitness Report System). In explaining why Georgia- 
Pacific nad no formal evaluation system, S.G.F. DeChant, 
Personnel Director, wrote, "We are too highly decentralized 


and diversified to make such a program economically feasible." 
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Of the twenty-seven companies reporting formal appraisal 
systems, all require narrative comments and all evaluate 
past behavior. Overall ratings, a description of job accom- 
plishments and job duties, and a requirement for a reviewing 
Supervisor to inspect the completed appraisal and comment 
as necessary are round in nineteen of the twenty-seven 
appraisal systems received. 

Eighteen of the twenty-seven appraisal and/or development 
systems received have mention of career development incor- 
porated into their system. Of these, fourteen have some 
measure of career development included on the appraisal 
form while four responding companies, in apprarent adherence 
to the belief that evaluation and career development are 
philosophically divergent, maintain separate forms for both 
career development and evaluation. 

Seventeen responding companies use some form of rating 
Scale to evaluate employee performance. Of these, Seven use 
graphic scales with general headings similar to the NOAA Corps 
form; four use graphic scales with specific headings (one 
thought expressed per rating item; such as, "Is respected by 
superiors” vice all encompassing "Human Relations"), and six 
use a "Behaviorally Anchored Rating Scale" (BARS). Asa 
BARS is a relatively new concept, it is possible that a 
greater number of companies will adopt a BARS system in the 


muse. 
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Sixteen of the responding companies require a specific 
Statement of an employee's strong points while only fourteen 
companies require a statement of weak points. The difference 
here ls possibly explainable by a feeling on the part of some 
personnel departments that mention of weak points is dys- 
functional from both the organization's standpoint and the 
rated individual's standpoint. It is felt that concentrating 
on overcoming weak points merely wastes time and energy 
while concentrating on strong points can strengthen both the 
individual and the organization. 

Management-by-objectives (MBO) logged sixteen responses. 
All companies in the "Research and Engineering Development" 
category utilize MBO. As MBO, of all evaluative and develop- 
mental systems, most encourages intra-organizational communi- 
cation, it is easy to see why companies working within rapidly 
changing environments would utilize this system. However, 
none of the responding maritime or air transportation firms 
utilize MBO. Within these industries, the work of deck of- 
ficers and flight personnel is quite structured and standard- 
ized as the primary job objective is to get a moving vehicle 
HnguNE5OURMEt A to point B in one piece. In addition, it is 
required that officers in the maritime and air transport 
industries pass stringent licensing examinations and possess 
the requisite skills necessary to function in their occupa- 
tions prior to employment. As such, there is little point in 


an MBO or career development program in these industries. 
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A statement as to the rater's view of the present pro- 
motability of the rated individual was found in fifteen of 
the appraisal systems studied by the writer. 

Of those appraisal system traits that are found in less 
than half the formal systems studied by the writer, eight 
firms provide space for the subordinate to comment upon 
his evaluation, while seven systems require or recommend 
that the supervisor summarize the results of the appraisal 
discussion and the subordinate's reaction to his/her 
evaluation. 

Six firms require comment concerning an employee's long- 
term career potential. The writer disagrees with this aspect 
of appraisal systems on two counts: 


1) unrealistic hopes followed by disillusionment could 
be fostered by sucn a system; 


2) early pigeon-holing of an employee into a low long- 
ceguepotential category could result in lack of 
motivation to both improve self and increase value to 
the organization. 

Four firms provide space for written comments within the 
graphic scale and require that all marks be justified.  Al- 
though tedious, this helps to increase both the validity 
of ratings and the validity of personnel actions based upon 


the graphic scale ratings. Weyerhauser Company adheres to 


this system with the objective of making each appraisal 





"Sccurate," "precise," and "legally defensible in case of 
aene." In an era of raised social consciousness, with 
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accompanying discrimination suits, reverse discrimination 
suits, EEO and Affirmative Action, it is mandatory that em- 
ployee appraisals be legally defensible. It is probable that 
in the near future many other organizations utilizing grading 
Beatles will adopt a policy requiring full justification of 
both all highly complimentary marks and all adverse marks. 
Self-assessment is found within three appraisal systems. 
In all of these systems an evaluation by the supervisor also 
occurs. The evaluation by ihe supervisor is tempered, al- 
though not controlled, by the subordinate self-assessment. 
iiewintent is not to "let the tail wag the dog," instead it 
is to allow responsible employees the opportunity to present 
their accomplishments to upper management and to stimulate 
increased communication between subordinate and supervisor. 
As regards self-assessment, Tenneco Oil adheres to the belief 
that, "If an atmosphere of trust has been developed between 
you (supervisor and subordinate), it may be surprising to 
Find now accurately many employees will evaluate themselves." 
(Section 6.4 of MANAGING FOR PERFORMANCE A Supervisor's 
Guide for Implementing the Tenneco Oil Company's Performance 


Planning and Evaluation System, February 7, 1978). As the 


levels of both employee education and overall job expecta- 

tions increase, it is probable that self-assessment will come into 

widespread use as an input to the total appraisal process. 
Minds trial circles, the use of forced distributions 


appears to be waning in popularity. Only two responding 
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firms require that an employee be placed into a hypothetical 
distribution of peers. It is probable that both MBO and 

the move to appraise personnel on the basis of job performance, 
as opposed to in comparison with peers, are the primary causes 
of the seeming demise of the forced distribution. 

The weighting of performance factors in relation to 
their importance to a given job is logically appealing, but 
is only practiced by one responding firm. The writer con- 
jectures that problems of administration and the confusion 
resulting from such a weighting system are the causes for 
apo licy's relative lack of use. 

Peer rating is found in only one appraisal system. Peer 
rating ls employed by Digital Equipment Corporation for 
uuseevaluation ofi "many of our technical and scientific 
people" (personal communication from Robert R. Clark, Manager, 
Employee and Management Development, 10/24/78). Desirability 
is considered by only one maritime transportation company. 
NOS PRTAL APPRAISAL SYSTEM TYPE AS RELATED TO NOAA CORPS 

NEEDS 

On the whole, industry is concerned with opening channels 
of communication between subordinate and supervisor. This 
dialogue is not directed at "touch-feely," "I'm OK, You're 
OK" pablum, but at a relatively hardnosed look at what ihe 
Subordinate can do to improve himself/herself professionally 
and, by so doing, improve the overall capabilities of the 


organization. 
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The exceptions to the industrial trend (as observed 
by the writer) are the marine and air transportation in- 
dustries. The licensed officers that operate ships and air- 
peep are evaluated primarily on their physical ability to 
Operate a specific type of craft and the depth of profes- 
Sional knowledge which they have acquired concerning the 
Operation, design, and maintenance of that craft. Although 
new aircraft and new types of ships are periodically intro- 
ENueed, the Dasic mission of officers employed in the trans- 
portation industry remains unchanged: the safe passage of 
passengers and cargo. 

Looking at the differences between the appraisal systems 
of the transportation industry and the remainder of industri- 
al types canvassed, the question arises: "What industrial 
type organization does the NOAA Corps most closely resemble?" 
Ooviously NOAA officers command and man ships and aircraft 
and are responsible for ihe safe passage of these vessels. 
However, NOAA ships and aircraft have highly diverse primary 
missions ranging from tidal studies, environmental baseline 
Studies, photogrammetric missions, and hurricane "hunting" 
thru nydrographic surveys, geophysical surveys, global at- 
mospheric studies, etc., ad infinitum. Consider the diverse 
ship and aircraft missions of the NOAA Fleet, and the fact 
that the average NOAA Corps officer rotates between sea/ 
flignt duty and shore duty (which can range from independent 


laboratory research through engineering program manager), and 
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the truly complex nature of both the NOAA Corps mission as 

a whole and the mission of the individual officer emerges. 
It appears that the NOAA Corps is most like the resource 

companies, construction firms, and reSearch and engineering 

development entities in appraisal needs. The NOAA Corps 

needs both a strong evaluation system and a strong develop- 


mental system. This will be addressed further in Chapter 7. 
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IV. UNITED STATES UNIFORMED SERVICES 
OBETCER APPRAISAL 


A. BACKGROUND 

As the NOAA Corps is one of the seven uniformed services 
of the United States, for comparison purposes it is necessary 
Mor study the officer fitness report systems of the six 
larger services. The fact that there is probably no agreed- 
Mpon zoolprooí method of evaluating an individual officer 
within a given service is reflected by the dynamic nature 
Of the majority of service fitness report systems. Major 
changes have deen instituted by the Air Force, Coast Guard, 
Navy, and Public Health Service within the last year. The 
Army is in the midst of a major change in its fitness report 
system, while the Marine Corps had the latest change to its 
system in 1977. The changes and proposed changes to the 
various systems have involved regulations, forms, and in 
Some cases, an outright change in the philosophy of officer 
Eppraisal. 

The following discussion of the various service appraisal 
Systems in use today is meant to point out the differences 
between the various service systems as well as point out 
the strengths and weaknesses of the various sytems as the 


writer perceives them. 
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B. THE UNITED STATES AIR FORCE OFFICER EFFECTIVENESS REPORT 

The Air Force Officer Effectiveness Report, AF Form 707, 
is explained in Air Force Regulation 36-10, (AF 36-10) and 
Air Force Pamphlet 36-26. 

The Air Force system has recently been affected by prob- 
lems which were generated by attempting to reduce grade in- 
MMeation. The neart of the Air Force system, for the four 
years Prior to October 14, 1978, was based on categorizing 
an individual as a number, 1 thru 6, (see AFP 36-26, page 
6- for definitions) which correlates with the six blocks 
Bader Section V, Evaluation of Potential, of AF Form 707. 

A cap was placed on the number of i's that a rating officer 
canla dole out for a given rated officer population. As the 
1's indicated highest potential, morale was hurt on two 
Os. According to Air Force sources, officers working 
remote from a rating officer were less apt to be rated a 1 
than an equally (or perhaps even less) capable officer work- 
mem close proximity to & rating officer (out of sight, out 
of mind); and, officers working within elite, handpicked 
research or task force groups were demoralized as within a 
Ziven group only 22 percent of ratees could be designated 
#1's. An additional problem was that the majority of #i's 
occurred in rated officers due for promotion by reason of 
luv: (by probable design on the part of rating officers). 


The required forced distribution of F1's did not work as 
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A3-2 AFR 36-10 Attachment 3 1 January 1978 


AF Form 707, Officer Effectiveness Report (SAMPLE) 


l. RATEE IDENTIFICATION DATA /Rasd AFA 36—- IO carefully before Hiling in env item} 


| MAME (Last, First, Middle intra) 3. cum (include fu f fix) &. PERIODO OF REPORT 


Hr Rent 3., Jr. 231-34-5432FR 
iON, CO mom 13 Jul 75 


2 ORGANIZATION, COMMANDO, LOCATION, PAB COOE 4. PAF€C | 
Al321X% AO CERO 


















345 TEC Ptr q (TAC) 1455 
Mt Home AFB, ID | @ ACTIVE OUTY Grace 9. CAVE OF CUFERVIZION 
MTOTDKLS AD | HIDE 

7. PERMANENT GRADE 10. REACON FOR REPORT 


Annual 


11. 208 DESCRIPTION +. we 
1. MUY dano nero ciar a command level and duty title as they show in 
the computer as of the closeout date of the 


report. 
Item 2: Describe the type and level of responsibility, the impact, the 
number of oeople supervised, the dollar value of projects managed, and 
= 


n har Farrer uns Saum 1^2 a an tz j c i { ar ratee, 
Ill. PERFORMANCE FACTORS O ee Jess : s£LOw 1! MEETS asove o week 
I Speetfic exampie of performance required NWOT RELEVANT STANOAAGQ PTANOARO  ITANOARO  £TANOARO OY o 





1 JO8 KNOWLEOGE (Dea, currency, dreadia} O M ae EE | | ' j 
what has che ratee done to actually demonstrate depth, currency or 
breadth of job knowledge? Consider both quality and quantity of work. 


1. JUOG'a ENT ANO O€CICIOnC(/Condittent, 
accuraie, effective) 


How does the ratee think clearly and develop correct and logical 

conclusions? How does the ratee grasp, analyze, and present workable 
Q) j ernolems? , 

3. PLAN ANO ORGANIZE WORM (Timely, creative) O 

Does the ratee look beyond immediate job requirements? . How has the 


ratee anticipated critical events? 


4. MANAGEMENT OF RESOURCES (Manpower Q 
and material} : 
How does the ratee get maximum return for personnel, material and energy 


expended? Consider the balance between minimizing cost and mission 


Dd. LLAOERSm:iP 'Ínifiotive, accept reapongtbiliry) Q 
How has the ratee demonstrated initiative, acceptance of responsibility, 
and ability to direct and motivate group effort towards a goal? 





8. AQAPTABILITY TO CT REECE (Sia die, flexidie, Q 
depende Me) : 
How has the ratee handled pressure? Does quality of work drop off? 
Improve? 
I. Of A, COMMUNICATION (Clear, concias, 
confident) 
How has the ratee demonstrated the ability to present ideas orally? 
8. WRITTEN COMMUNICATION (Clear. COACIEC, Q mv mI » < S 
orgeatsod) 
How has the ratee demonstrated the ability to present ideas in writing? 
8. PROF€SIIOMAL QUALITIES (AIifugé, J Pe sa, Q EE Io m | ar 


eunperation, bearing; f 
How well does the officer meet and enforce Air Force standards of 


bearing, dress, grooming and courtesy? Is the image projected by the 


- a? 
I uec eer a ino =o <> 
18 FUMAN RELATIONS (Nyuad Uppurwally i zn ar 


Porre peun, 10nnAnnvily) = E m 
How has the ratee demonstrated support for the AF Equal O Par ETRY 


Program, and sensitivity for the human needs of others? valuation of 

ehin u-rar $^ VANDVW,DPOÓOPY, 

Be LI em viave cormow ie oceocart. OFFICER EFFECTIVENESS REPORT 
Figure 3 
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AFR 36-10 Attachment 3 1 January 1978 A3-3 


IV RECOMMENOEO ASSIGNMENT INFORMATION 
1 STRONGEST QUALIFICATION 3. ORGANIZATION LEVEL 
2 9UGGEST&O.058 ASSIG mnt (Ínclude AFSCI 4. TIMING. 


V EVALUATION OF POTENTIAL 


TOP BLOCK CONTROLLED P] Bx 


Evaluate the ratee 1 capabilitv relanve to that of officers in the same grade in the group being 


evaluated. fur expanded. more diverte responsibility Indicate your ranng by placing an "X" 
in (he dengnated pornon of the appropnate bock. 
| | | t | f 1 d E Be 


acon adore ADD 
RATER payen REVA RATER ayga FEVA RATER RATER Reve RATER en REVR 


Highest 














~ 
IF REPORT 18 ABBREVIATCO. L REPORT CLOSES OUTSIO“N CYCLE () nATEE RETIRES/SEPARATES WITHIN 4 MONTHS 
. E 

RX" APPROPRIATE BLOCA ) RATEE SELECTEO FOR PROMOTION C care to reviewer ©) Orten (Rater explain} 


vi. RATER COMMENTS 


Organize the comments within the standards of good writing. Do not use 
eadings; underline, indent, or captialize merely to add emphasis. In- 
lude those comments required by paragraph 5-7£. Add any other comments 
ot covered elsewhere and not excluded by paragraph 4-9 which will 

increase the value and meaning of the report. Amplify those positive 

aspects of the ratee's performance deserving special note. 


MAME, GRAQOK SRANCH OF SYC. ORGAN. LOCATION OUTY TITLE OATt 
REDERICK FINCH, Lt Col, USAF! Sq Operations Officer 1 Nov 76 
380 Cmbt Spt Go (SAC) | 98 (Include ruffix) TT p : 
Lattsburgh APS NY [5012-34-56 7 9BR Lest Sach 




















Vil, ADOITIONAL RATER COMMENTS Q concur D nonconcun 


Review the ratings and comments of the rater for completeness and impar- 
tiality. If the additional rater does not concur with any rating in 
section III or V, check the nonconcur block. To reflect disagreement, 
initial appropriate blocks (section III) and mark additional rater block 
(section V). Significant disagreement (para 2-13) requires justification 


OATE 
2 Nov 76 












DUTY TITLA 
Commander 







MAME, GRADE, SRANCH OF 3VC, ORGN. LOCATION 


EEEIX CARIELLO, Col, USAF 
380 Cmbt Spt Gp (SAC) sam (Inctude suffix} 
Plattsburgh AF3 NY 987-65-4321FR 
Vil. REVIEWER COMMENTS Q concur WT NONCONCUR 
Review the ratings and comments of the rater and additional rater for 
completeness and impartiality. If the reviewer does not concur with the 
additional rater, check the nonconcur block. To reflect disagreement, 
initial appropriate blocks (section 111) and mark reviewer block (section 
V). Significant disagreement (para 2-13) requires justification. 

(Review group size will not be entered on reports for medical service 
officers (AFSC 9XXX) or for any abbreviated reports.) 















REVIEW GROUP 812€ 30 no orjus 7 2s 16 os 5 ¡ss 0 

MAME GRAOE. OMARCHOF «vC. ORG". LDCATION | OUTY TITLE DATE 

JAMES M. ROBINSON, Col, USAF | Commander 4 Nov 76 

380 Cmbt Spt wo (SAC) een SIGNATURE 4 

BR yr EN xv l Bsp A Aa b lu N Dr Da 
Figure 3 
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originally intended to aid in the identification of the high 
performer. However, grade inflation was reduced. Because 
of the dysfunctional side effects mentioned above, the Air 
Force rescinded the requirement for a forced distribution of 
Zi's on October 14, 1978. 

In spite of the problems encountered in combating grade 
inflation, the Air Force system had, and continues to have, 
Dany positive factors working in its favor. Although not 
apparent from the form itself, the performance factors of 
EN ron PIT are in fact a sophisticated behaviorally ancnored 
rating scale (See Appendix A). Other strong points of the 
Air Force system are: 1) the requirement that any rating in 
"Performance Factors" other than "Meets Standard" requires 
written justification; 2) a section for recommended assign- 
ment information; and 3) Air Force Pamphlet 36-26, Officer 
Personnel Evaluator's Handbook. The Evaluator's Handbook is 
a particularly useful tool insomuch as it provides complete 
definitions cf all parts of AF Form 707, comments on admin- 
istrative details, provides completed examples of effectively 
Mai ten comments, contains philosophical "Do's" and "Don'ts" 
as regards the appraisal process, and explains the functions 
Pea cequivements of all participants in the Air Force appral- 


sal system. 
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For use of this form, see AR 623-105: proponer’ 
agency is US Army Military Personnel Cantar. 
PART I - PERSONAL DATA (Read parazroph J-24 AR 010% 
d. LAST NAME = ARST Maaki — OOE IMET Li 













. QUGANILLATION, STATION AMO MAJOR COMARADMO 









PART A = REPORTING PERIOO ANO OUTY OATA ( Red ouraeraph J22b. 13R ^2 1-10$1 


a. Penod Covered b Reason for Submutung Report 
NONOUTY 
et [ers MTM CES UNE 
N OTHER OATS 
ac 5tTargt 






d EAPLAPSATIQN OF PONGCATEO DuIY GATS ANO/OR Often CATS p.43 Mn 


a GATES Compiese each quesmon. Erpiasn "No and" Nerds ungroermeni responses ın Part (Vb and. if necessary. Pan vii. 


ig ME 
|. Has this officer demonstrated mora) and character strength? IA CN 
L Did uns officer demonstrate technicad competence aoproonate to his grade and brancn? RE” 


3. Did Uns officer style. 235 approonate. his honest opinions and convictions? (Not a "yes man”) 





5. Did thes officer wiiling!y accept full accountabiity for his actions and the acuons of his subordinates? 
6. Is thes officer emotionally stapie under stress? 6 








[ae 

*. Js tas officer's judgment relrabie? 7 Zr 

8. Ord this officer maintain effective two-way communication with juniors, semors. and peers ? 8 MA 
9. Ded Uns officer cemonstrate concern for the best interests of his subordinates? on: fee an ee 
MEME een na 222 a 


. D»d thu Offer sunordinare is personal interests and wesfare to those of his organization and subordinates? if ee ie Se 


12. Dd tis officer's personal conduct set the proper example for his subordinates? 12 ©. IO NIS 
13. Was itis oificer innovative in ^is Zoproacn to his duties and resoonsibiimes ? 13 o 


14. Did this otficer demonstrate 3 ^readth of perspective and Jepth of understanding beyond the limut of ms specific responsibiliues? — /4 DT 
13. Did this officer xeeo himseif 2nvsicaily (ir? 15 Ran 


16. Dod this officer imi his responsibtiities concerning the Armv s Equal Opportumty Program? 16 


b. RATER. fZrpóamenmen  Queinomi! 





— 


€. MDORSEIB — Remarks om ogove qurrnons, if denred: Questions) 


PAST Y - OGAONSTRATED PERSOUMAMCE OS PEPSENT OUTY (Read paragraph 4- 3f. AR 6231-105) 










RATES AMO neDOeSER In my judgment. this oficer s performance of duty was (place score in appucable box): 
Outstanding Supenor Excellent Effecuve Marmnal [nadequate 


son 0-68 7-2 «6 - 34 3$ - 15 {4-4 ol 
pS PEA ES E 
E E. LA 


* v ou are requnred to cote SPECHIXC exampotes or ilustracons un Part VTI to support this alne. 






DA = 67-7  wracison rote el. IAM 4 VH OH IS OMOUTE US ARMY OFFICER EVALUATION REPORT 


Figure 4 
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RATED OFFICERS LAST NAME, SSN AND PERIOD OF REPORT 


PART VI- POTENTIAL «= ( Read paragraph 4-Jg, AR 623-103) 









4. tATHE (Comperte rachi queiaon wt the spece provided.) 
1, Wes dad thes officer de bem? 


> MTE Ao moosse If 1 had full responsibility and authority, I would (place score in applicable box): 


Promote this officer 
to the next Iugher Not promote 
i this officer 


Promote Uus Promote tus ofBcer to the Promote trs 


mat higher grade abend offices wrth hus 
ET] 


1-0 


EL. e  [.—] Tr mm] 


* Yow are rommred to cate SPECENC cxampies or illustranons «n Part Vil to support tus raung. 
PAST Vil ~ COMMENTS ( Read paragraph 4-Jh. AR 623-103) 


i’ ¡NOQRSER Narramee coeunenon u maadasary antes: the provissons of peregrapis 2-)h and 4—ig, AR 629-105 appty. 


MS 





PATT O -~ AUTHENTICATION (Read parasraph J-2j, AR 623-103) 
— "c NEM ae 
GRADE. BRAMLN. ORGAMZATIOM, OUTY. ASSIGHAMENT EA 
b. S)GMATUE OF INDORSER TYPED Nase (Last, First, MI) NES. 


GRADE, MACH, ORGADA LA TOS, QUTY ASSIGHMENT 


— 


c. Ot vit with mY REVIEW = |) INDICATES NO FURTHER ACTION (lj RESULTS IN ACTIONS STATED ON INCLOSURES 
TYPED NAME (Last, First, MI) 













1. WR ¡MODOSER (a > by 
2 Wihan MOQOTER (2 X a) 





c. FOWWARÜDING ACDRtSS (Raid Officer) d. DATE RECEIVED 
e. RATED OFFICER COPY 


C] 1. Given to officer 
Q 2 Forwarded to officer 
U X Returned to MPO 








te fee UNITED STATES ARMY OFFICER EFFICIENCY REPORT 

owe form presently in use by the Army is Form DA 67-7, 

1 January 1973. The pertinent Army regulation governing use 
of this form is AR 623-105. The present form and system, 
according to the New York Times, 1/3/73, was purportedly de- 
signed to "measure the man" better and encourage "the yes 
man less." 

NoeNECoomplish this, Form DA 67-7 includes a graphic rat- 
ing scale of professional attributes, a section on demonstrated 
Performance of present duty, a section on recommendations con- 
Cerning promotion, and the ubiquitous narrative comment 
Section. 

Stenisiecanvly, no point score is attached to the graphic 
scale. However, any answer other than "yes" to the questions 
on the graphic scale requires written explanation. 

Mt spite of the fact that the Army chose not to give a 
point total to results of the grapnic scale, DA 67-7 is de- 
signed to obtain a point total from the section on demon- 
strated performance of duty (70 possible) and the section on 
promotability (30 possible). Both the rater and indorser 
grade a rated officer on these ms giving a rated officer 
fe eeestple point total of 200 for a given report. 

This grading system has been beset by gross inflation 
as raters feel obligated to take care of "their own." In 
addition, the Army has become cognizant of a lack of com- 


munication between juniors and seniors. To overcome these 


51 





problems, the Army is instituting a new system that will in- 
Cemperate the tenets of MBO, including a measure of self- 
evaluation (See Fig. 5), by year-end 1979. However, the Army 
2s Caught in a Catch-22 situation: MBO, by its very nature, 
is not designed to differentiate highly between even small 
numbers of individuals. The vast numbers of Army officers 
considered in an Army Promotion Board preclude use of pure 
MBO or self-evaluation as a differentiating mode of appraisal. 
As such, the Army, as matters presently stand, will require 
Pweeemorw ne senior to place the rated officer numerically 
Within a hypothetical population of one hundred Army officers. 
This number, from one to one hundred, will probably tend to 
EN 5edse'drus factor in promotion boards. It is doubtful 
that such a system will do much to improve the inflationary 
trend of today's system. However, from an organizational 
Standpoint, overall officer effectiveness within the Army 
can only 5e enhanced by increasing communication between 
Bor and senior officers. 
Poe we vitae) STATES COAST GUARD REPORT ON THE FITNESS 

O8 CFFICERS 

Instructions for the Coast Guard Officer Fitness Reports, 
Forms CG 4323A, 4328 A-1, 4328B, 4328 B-1, and 4328 C (Rev. 
10-78) are found in Chapter 10 of the Personnel Manual, CG-207 
and Commandant Instruction 1611.7, 13 September, 1978. The 
Coast Guard is unique among the services in having five 
Separate fitness reports for the different grades and combin- 


ation of grades between 0-1 and 0-6. Warrant officers are 


pe 





OFFICER EVALUATION REPORT SUPPORT FORM 


For um ot this form mp AA 623-105. proponent eyency la US Army Military Personne! Cantar, 


Read Instructions on Keverse before Completing thus form, f 
PARTI - RATEO OFFICER IDENTIFICATION a 


Name CF AATEO OFFICER (Last, First, MI) War ooe RANA Sate Ly, eec. 
uwrtehell, Frank S. DIS Division Chief Division, Fe. Williams y ab! 


PART Il = RATING CHAIN — YOUR RATING CHAIN POR THE EVALUATION PERIOD i8: 








MN A hes AANK 
RATER | 
Gleeher ames COL 
NAME 3 
INTERMEDIATE 
RATEA 
RATER | Sceen, Robert K. COL COFS, Ft. Williams Neb.: 
RATED OFFICER'S SPECIALTIES/MOS 02193 OUT Y 5SI/MOS 92A : 
PART llit = RATED OFFICER (Complete a, 5» oAd c below for (his rating pernod) i 


&. STATE YOUR SIGNIFICANT OUTIES AMO RESPONSIBILITIES . 
Provides staff advice and supervision of all matters concernimg Class I subsistence 
supply to include the retail Commissary; operates the Laundry and Dry Cleaning Plant; | 
disposes of surplus and excess property; supervises Property Control which includes | 
responsibility for receipt storage and issue of all classas of supply; operates the 4 
Self Service Supply Center and Clothing Sales Store; provides staff advice on cemetery | 
matters and is respmsible for administration of the Post Cemetery; provides technical 
advice and assistance on food service matters. 









b. INOICATE YOUR MAJOR PER FOAMANCE OBJECTIVES 
(1) Increase and improve utilization of warehousing space. (2) Reduce operating 


losses at the Laundry and Dry Cleaning Plant and increase customer satisfaction. 

(3) Improve traffic flow and appearance of the Commissary entrance. (4) Realign 
supply functions and procedures to increase customer satisfaction and conform to 
existing regulations. (5) Relocate the Self Service Center and improve operations. 
(6) Establish a system for proper contract monitoring. (7) Effectively execute 
supply discipline, property accountability, and inventory accuracy of ali government 
equipment and property throughout the installation. (8) Establish a comprehensive 
audit trail system to identify and manage cost-factor elements. 














c. LIST YOUA SIGNIFICANT CONTRIBUTIONS 
(1) Completed warehousing program resulting in a 20% reduction 
space. Initiated action to estaolish a consolidated warehouse. (2) Continued 
installation of new laundry equipment to improve productivity. (3) Initiated Single 
line requisitioning and imoroved stockage policies in the supply operation which should 
ultimately result ín a 2%, reduction in the cost of non-standard items, (4) Reduced 
638 lines in che Self Service Supply Center and instituted controls to better managa 
Sstablished a new traffic flow at the Commissary entrance CO 
improve 1D verification and recuce congestion. (6) Decentralized contract monitoring 
resulting in proper contract performance evaluation. (7) Conducted a complete 


inventery and accounted for al! property, followed >y introduction of new supply 
These programa are stíl. ^ot up to 


in required storage 







Sensitive items. (5) 







discioline orcgrars thà-7ous4hoc- the installacion. 


ER QPL sp TE 







my SCarcer’s. 





(Sig ^aturs oni Dute) 





! DA Hjem 67L. - py Au po e ab DA M € a ui t 


| Figure 5 
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included within this system. In this respect, the Coast 
Guard is the only service to recognize within the context of 
its Fitness Report System the varying nature of one's duties 
as an officer progresses through the various grades. 

Scoring of a Coast Guard Fitness Report is similar on 
all forms. Equal weight is given to Section 14 - Performance 
es, Section 15 - Attitude, Section 16 - Comparison, 
and Section 17 - Personal Qualities on all forms. The point 
felis 30. A look at the desired distribution of grades 
Mo indicated on Form CG-4328 (Rev. 10-78) indicates that 
Bre thing less than a 28 is cause for concern. 

As Mentioned previously, the Coast Guard has revised its 
forms and regulations governing the disposition of Fitness 
Reporis within tne past year. The reason for this, as re- 
por ted im Commandant Instruction 1611.7 (See Appendix A), 
was a trend toward inflated marks which had recently accel- 
erated at an alarming rate. The reasons for this trend, as 
Een in COMDT INST 1611.7, are as pertinent to the NOAA Corps 
as they are to the Coast Guard. The following reasons for 
mark inflation are enumerated: 

a) "Limited growth in the size of the officer corps, 
and very little voluntary attrition have combined 
to make our promotion process increasingly competitive." 
0) "Evaluation systems tied to promotion and pay tend to 
create pressure on the evaluator to inflate subor- 
dinates' marks." 
e) "A lack of information has contributed to suspicion 


andmastrust in the officer corps in regard to the 
fitness report system." 
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DEPARTMENT OF 
TRANSPORTATION AEPORT ON THE FITNESS OF LIEUTENANTS (JUNIOR GRADE) REPORTS CONTROL SYMBOL 


: ANO 
U.S. COAST GL ARD G=PO-50 72 
CUO-33 SA Rev. 10-75) CHIEF WARRANT OFFICERS (W-2) 





THE OFFICER REPORTED ON WILL COMPLETE THE FIRST TWELVE SECTIONS 


3. YEARS IN GRAOG (4. STATUS INDICATOR 








t, mame (Leni. First, Middle) 


€. umT mau AMO ÖM@AC «OQ, 7. DATE REPORTEO RRESENT UNIT 2. SOCIAL SECURITY MO, 


$. Yeg ef PORT — 10 OCCASION FOR REGULAR REPORT 11, PERIOO OF REPORT 
LI j — jsem s DETACHMENT OF DETACHMENT PROMOTION 
*ECULAR! —. CONCURRENT ANNUAL —` REPORTING OFFICER ^ ^ 8 officer f IDE LER SNL FROM TO 


12 SUTIES (List onmarv duties lirst, add setchee and collateral tutes. Indicete, alier eech, time spent in months dunng the reporting penod. {f essignment involves 
dutres rot weil asisOliahed.give outime of purpoe« scope and significance of such duties. {i neceasery, use senerete sheet. Personal or officiel reports oí possible uso 
to Ne reporting officer in svaluenn q your ceríommanco mav be ettached but shouid not be reterencaed, includea eil penode «n e PCS trevel etetue. See Personnel Manuel, 
I0-A-10.) Osvs oa TAD Ail other deys not present for duty 


SICNATURE OF OFFICER REPORTED ON 
FOLLOWING TO BE FILLED IN 8Y REPORTING OFFICER 


IL PERFORMANCE INFORMATION CONSIOERED IM COMPLETING THIS REPORT 
» INFORMATION: jindicete tor each ^ethod 5f apprasiusel used :ne quality of T QUALITY OF INFORMATION 


performance injiomsi100 considered in compleung (his report dy merking as X 10 
tse approonsie marking bos of esch row. 
MO SIGNIFICANT 
«ERY GOOO LIMITEO INFORMATION 
1) Direct personal obaervatioa of ‘he officer reported on snd his 
accom pli sam ants. 


` r EMTATIOM: Append reports of outstanding or unsetiefsctory performance end reference them in this spece. Avoid extraneoue mstenel (See Personne! 
anuel I0-4-4.) 











(2) Indirect knowledge of officer reported on throug written or oral 
reports. 











l4 m PERFORMANCE OF OUTES ‘Consider his perto mee in companion with other olficery of simríer length of service in his grade and evaluete him in the (actors 
bv mamoung an X ın (ihe oppropnete ooxes O - OUTSTANDING, E - EXCELLENT, VG - VERY GOOD, G - 4000D, S + SATISFACTORY, U + UNSATISFACTORY or 
YO - NOT OBSERVED. Line out stoma if conditions do nos pronde an ooporiunity for sranilicent pertormence.) 


‘yololgesvcic: siu Nololelvaals iu 





I 
i. Primary Duties y , | i 16. Coosiders ideas and suggestions of subordineies | | | | 


| & Colleterel Duties 4 | i 17. Keeps appropriate persons informed | | i 


3. Fetch Standing hd | | 18. Keeps sccurste, up-to-date records 


| & Shee handlıng. mırmansnıp j | | 19. Tskes share of undesiraole duty NH | E 


| $. Reectoa to cnucism of suggestions j : 20. Assumes responsiwiity i1 aosence oí supenor 
ul | 
















5. Meues decisions I | 21. Works overtime when necesnery 








| 7.  Adiuets ^o ns3w atustiocee Fallows ihruugn «nd completes sssignments 





3 1 i i I 3 
$. Disoljeys confidence | 23. Teaches subordinstes j j | | i i 


a = 1 
| 9. Gets slong with peers 1 i 24. Corrects sudordinates in 3 Consirucu ve menner | | | 1 1 | 


Takes active .olerest in personel problems of 





| tO. Aceeots resopnasitility for subdoransies i | Sudordinales 


11. Swpoorta policies and actions oí supenors | | 26. Praises subordinates when deserved | , | ! | 


: 
| IL Access responsı. itv lor own »orx : | 27. Composure under pressure , | ' ! 





| 
! 
| 13. Meers commitmenis i | ! | | Withholds iudgment until he has necesssry fects 


| 14. Observes ‘ines of suthonty, both up and down Bop 4 j i 29. Self development in sxills and knowledge | | | | | 


&% OVERALL PERFORMANCE. '[n comceneon 21th other officera with simíer length oí sererce in his grade, svelusto hts overeif performance.) 


10% |! 30% 35% 20% 5% 


15. Senedules own »od subordineies sort | 





Deured disrrhwrien of mars Dy his irem 
tITUDE /in«dicasie -our attitude towerd having ¿hts otítcer urder your commend.) 


3 1 
PARTICULARLY OESRE > PREFER Wie i ae PLEASEO 2 8€ sATISFIEO — PREFER NOT TO HAVE —, 
PO wave wie "O MOST TO nave wim _. TO HAVE mit __ HIM {UMSATISFACTORY! __ 


MPARISOM ‘in comtanson mih othat othicere ot hes grede tew would you designate this olficer?) 


OME OF TE FEO QUT- 3 A vERY Time OFFICER OF 7_ ^OEPENOABLE ANO TYPI. $5 AM ACCEPTABLE ) UNSATISFACTORY 
STAMOING OF MICE MPS 1 CHOW! SRMEAT VALUE TO THE SERVICE - , CALLY EFFECTIVE OFFICER. OFFICER = 





3N-7$30-00-F O t-7120 
Previous Editions are Ubsutere 3 


Figure 6 


: pp : 





Reverse of CC— 428A (Rew. (O-7Rt 


17, PERSONAL QUALITIES (in compansan with citer officers wrth similar NOT QUT- 
lenga of service in his 4rade, (o what degree has (his olficer exhibited the | STAND- 
lotlow1rg qualities? ING 


EXCELLENT (| VERY GOOD 


@ LEADERSHIP Ability to accomolish assigned tasx«s, Junctions and 
ab:ectives 5Ó directing ine efforts ol others ability to give and take orders 
and other forms of cuidance, atility to gain the conlidence oí supenors and 
subordaaies, integrry of purpose and chsracter. Abuity to recognize and 
Carry Out equal copertunity responsibilities. 


>» HUMAN RELATIONS Abilitv to get along with others anth. whom he musti 
wort afd live aoility ;o maintain proper relalions when dealing mità sub» 
oranaies and sugermors >ot military aod civilia0. anliıngness to lesm 

(rom and to wors with and throuun subordinate sources of authority such as 
petty otficera, adality to dcal with personnel probiems and keep norele nigh, 
abılıty :o deal authcntatively Dut l.ourteousiy aith t^e public, ability *o 
lead i^ s humea2e, coooc:ative and morally responsible manner. 


ce PROFESSIONAL KNOWLEDGE knowledge ot the service. cnowledge 
required (9 pertocn hn:s du:ies and to support (he command to which he i$ 
ssaimed snowiedge 2f casic pro(essionai subiects, xaowiedge of other 
sumeris ot value to períormsace as a Coast Gusrd ollicer, scope of 
general cnowiedge, 2eou ol specilic xnowiedge. 


4 JUDCMEMT Abulary to graso a situsuon, ink clearly, develop, 
amaiyze ınterpre! ınflomatıon, and srtive at -easonable cooclusions of 
srecticai signiGcance in solving comptes prodlens. 


oe FORCE Proper control] ot cositive mouvation, Torsi courage, loyalty to 
superiors and subordinates. luysit¥ to service and country, ability to taxe 
wWutistive courage of wa Convictions ut willingness tao abide Sy and live 
with officials decisions Uist run counter to ^is own, i.6., willingness to 
observe lines of authonty. 


E, INITIATIVE “ouvatedto Tase his unit and the Coast Guard the best 
possicie by lındıng worthunıle agolication for ideas, innovst.ons and new 


deveioomenis. moLvated *o increase Nıa professional knowiedge and to do 
‘Re Des: ¡oo ñe can. willinqnesa to sacnttce. i! necessary. 


& Overad evalueñon ol persona! qualitiea. Compoaite of a. through f. 


am Desired disuibuton oí mers i5 cem € 





18. COMMENTS In ^ra aectron a acneral aontarsal 20 !Nc orlicer should be uevelonud whic’ will integrate and round aut the evaluation made eiseuhere in ine tarm. 
Indicate accoampirshmenta includin à orqinal and conatructive proiessional work.) A apecılıc comment addressing :he performance of EEO responsibilities 13 required 


a us section (See COMDTINST 5354. 2 seniea) 


| navs ^arxed taa cí(icsr i0 sccordance with he DESIRED distibunuoos 
in Sections 145, and 17h. 


enanmıre ot Renortine Officer 


The officer reported on Nas seen shown ‘his report in accordance with 10-A-l, Personnel Manus ‘if "VO", indicate reason im Section 18.) 


ves T "o 7 


shar haa oren the trend of his performance ance vour 'sst report? == 
FIRST REPORT (7 (ME OviNG 7 STEADY f$. Oe oa 


[f any ansatatactory mara 3? emiten comment of unsatisfsctory performance is includedin ‘his report. check here, __ ll so, st muat be referred to the officer reported on 


far entten comment and “ts comments attached to this report. 


SIGN ATURE SERVICE NO. SSN TITLE OF POSITION 


25. FEM EWNG 


CCMPLETENESL ONLY S COMMENTS ATTACHED 





GPO - (3978 O - 278-848 


Figure 6 
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d) "The overall competence and performance level of 
officers in general may be at a higher level than 
in the past." 
TO help reverse the inflationary trend, the Coast Guard es- 
tablished new desired distributions for "Performance of 
Mts Manda “Personal Qualities" for each individual form. 
To enforce these changes, a statement of compliance with the 
eee ed distribution is required of the reporting officer. 
As an added check, the reviewing officer inspects all fitness 
reports coming from a specific reporting officer to insure 
compliance with the desired distribution. The Coast Guard 
nas skewed its desired distribution highly to the left as 
a reflection of statement (d) above. As such, it would ap- 
pear to endorse a policy of little differentiation between 
a general population of high performers. However, the new 
desired distribution would appear to make it more palatable 
to a rating officer to mark a marginal subordinate in the 
low range of the distribution. On all Coast Guard forms, an 
Beer can Be in the lowest 15 percent of officers for his 


length of service and grade and still be "Very Good." 


E. THE UNITED STATES MARINE CORPS FITNESS REPORT 

Instructions for the completion of Form NAVMC 10835 (6-71), 
are included in United States Marine Corps Order 1610.7B 
(MCO 1610.7B). The Marine Corps form is designed for use 


With an optical character reader (OCR). 
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The Marine Corps fitness report system is designed to 
evaluate both non-commissioned and commissioned officers. 
Objectives of this system according to MCO 1610.7B, section 
1001-2 are: 

a) Improvement of performance which is achieved by 
Scouplims the fitness report (l.e., a report of past 
performance) with counseling and coaching to deter- 
mine where, and how, performance should be improved 
(i.e., a plan for future performance)." 

b) Promotion of worthy Marines 

Bes paration of the least competent 

d) Assignment 

As an example of the depth to which a machine readable 
form can reach, the evaluative portion of the Marine Corps 
Fitness Report contains a graphic rating scale broken into 
a performance section and a personal qualities section, an 
E sswesmate of This Marine's General Value to the Service," 
pue distribution of the rater’s marks for all Marines of 
the ratee's grade, a statement of desirability during war- 
time, a narrative section which includes a requirement to 
reference all commendatory or adverse reports received on 
the rated officer, and a statement as to whether the rated 
DiMNCer 1S qualified for promotion. 

In addition Block 18, Report Based On, gives an idea of 
the quality of information contained in the report, and 
Block 20 gives a coded Recommendation for "Next Duty.” 


Block 15a, General Value to the Service, and Block 15b, 
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IMsStribution.of Marks for all Marines of this Grade, appear 
Gombe the "guts" of the Marine Corps system for promotion, 
Pewelviem, and assignment to critical positions. According 
SOMMCO 1610.78, Section 3004, paragraph 6a, 


"Item 15 is not a summary or average of marks in items 
13 and 14. It is the reporting senior's estimate of 
how the Marine compares with all other Marines of the 
Same grade known oy the reporting senior, taking into 
Semsitaeratvion all important factors such as performance, 
versatility, potential, and preference for having the 
Marine as a member of the command." 


Paragraph 6a(2) defines the requirements for Block 15b. 
Meck 155 establishes the distribution of 


"all other Marines of the same grade under the reporting 
BemMOrF'S Supervision at the time of the report, as,if 
all had been included in the reporting can OE ER 
clusion of allother Marines of the same grade in/this 
distribution is mandatory whether or not reports are 
actually submitted on all others at this time. This 
distribution serves to advise members of selection and 
assignment boards/processes of the relative standing 

of a Marine within a population of the same grade and 
should provide the discrimination necessary to identify 
truly outstanding Marines as well as those needing im- 
provement. Since this mark is of vital importance to 
each Marine's career, reporting Seniors must exercise 
utmost care and attention, ensuring that the members 
distributed in items 15b and 15c realistically reflect 
actual spread of performance, avoiding an artificial 
meter or false distribution." 


In essence, Blocks 15a and 15b are the bottom line of 
the Marine Corps Fitness Report. As regards Block 15b, there 
is no requirement for a forced distribution in MCO 1610.7B. 
Within the Marine Corps system, MCO 1610.7B Section 3006, 
COUNSELING, could be pertinent to the NOAA Corps as well as 
relevant to most other organizations. The counseling steps 


recommended include: 
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a) "Reviewing the Marine's Performance" 

b) "Evaluation of the Marine's Performance" 

c) "Establishment of a Target" 

B Establishment of a Coaching Plan" 
The counseling approach suggested by the Marine Corps is a 
good example of a Management-by-objectives (MBO) approach as 
utilized in a service environment. (See Appendix A for a 


copy of MCO 1610.7B, Section 3006). 


meets UNITED STATES NAVY REPORT ON THE FITNESS OF OFFICERS 
Regulations governing the completion of Report on the 
Pitness of Officers (NAVPERS 1611/1 Rev. 5-77) are found in 
BUPERS INSTRUCTION 1611.12E. Like the Marine Corps Fitness 
Report, the Navy form is designed to be processed by optical 
character reading (OCR) equipment. When first confronting 
the Navy form, 1% appears to be more cluttered and compli- 
cated than the Marine Corps form. However, with study, the 
nuances of the Navy form and system can be readily clarified. 
The Navy system is primarily designed to select officers 
for promotion and aid in assignment. To accomplish this a 
rating officer first completes a worksheet (Form NAVPERS 1611/1W) 
which serves as a guide for the completion of Report on the 
Pitness of Officers. After finishing the worksheet (to be 
E: ussed $n detail further on in the text), an officer is 
graded on Specific Aspects of Performance, Warfare Specialty 


Skills, and subspecialty performance. These grades, combined 
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and in some cases justified by the required narrative comments, 
are the basis for the Evaluation, which is under Mission Con- 
mi bution. Formerly, it was mandatory that an officer placed 
in the highest range of Evaluation be recommended for early 
promotion; but, this requirement was terminatedeffective 
1 May 1979. : 

ces Try. under Mission Contribution, is the distri- 
OUtion of overall evaluation marks given other officers of 
the same promotionally competitive category as the rated 
Seelecer au that date by the reporting senior. This method 
is analogcus to the Marine Corps system and is used to as- 
sist report users in making comparisons among reports sub- 
Moted OY different reporting seniors. There is no required 
distribution in the Summary. To further differentiate be- 
tween highly competent officers of the same competitive 
category recommended for early promotion by a rating senior, 
the rating officer must rank these officers numerically from 
one to X (where X is total number recommended for early 
promotion). 

At once a strength and weakness of the Navy system is 
the worksheet, NAVPERS 1611/1W (Rev. 11-78). A rating officer 
is required to fill out a worksheet on all rated officers 
under his jurisdiction. These worksheets are used to pro- 
vide guidance in the completion of Report on the Fitness of 
Officers and to define the measures under "Specific Aspects 


eee ertormeance" and “Personal Traits." In addition, the 
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worksheet defines the alphanumeric scale to be used in grading 
the various performance aspects and personality traits. 

This scale ranges from A to I with A being the highest 

Pating. 

Tre appraisal worksheet, which is to be used in discussion 
Mech the rated officer, forces the rating officer to take an 
indepth look at all aspects of an officer's performance that 
the Navy considers pertinent. In addition, the rating of- 
Ticer maintains a file of appraisal worksheets that he has 
filled out on all rated officers in his command. The main- 
Bem@amee Of this file by a rating officer during his tenure 
in a command assures consistency from one report to another 
on a given rated officer. If discrepancies in reported 
appraisal of a subordinate occur from one rating period to 
the next, they must be fully explained in the narrative com- 
ments of doth the worksheet and the Report on the Fitness of 
Officers. Under no circumstance is the worksheet file to be 
Made available to a rating officer's relief. 

In principle, the use of the appraisal worksheet is great. 
In practice, a rating officer has approximately one hundred 
decisions per rated officer that must be made on each work- 
sheet as well as write narrative comments concerning each 
rated officer. It is difficult to believe that even the 
most dedicated officer would be able to endure filling out 
such a form for even a small number of subordinates. It 


appears that time constraints would be prohibitive for more 
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ACHIEVES POSITIVE RETENTION RESULTS. 
EUSURE PROFLAFUSTIUN MANAGEMENT, I E 
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2. EQUIPMENT AND MATERIAL MANAGEMENT | 
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than a cursory attempt to adequately rate a large number of 
subordinates by use of NAVPERS 1611/1W. 

A laudable philosophy in the Navy system is the attempt 
to separate performance objectively from personality. As 
regards "Personal Traits" on the Report on the Fitness of 
Es Uceps,. Section 5-198 of BUPERSINST. 1611.12E states 
Specifically: 


E sections 67, 68, 69, 70, 71 and 72. Although these 
Sections of the evaluation system contribute to a degree 


EN overall evaluation (section 51), the evaluation 
eeo ronal traits is primarily subjective in nature. 
Therefore, marks assigned are envisioned as primarily 
"detailing" tools, and have been separated from the ob- 
E cveand overall evaluation sections of the report 
iorm." 

Two aspects of BUPERSINST 1611.12E are readily appli- 
cable to the NOAA Corps. Sections 5-9 and 6-2b could readily 
Merve as a model for appraisal of NOAA Corps officerson EEO 
performance. Likewise, Section 4-11n, which is concerned 
wiuih physical fitness and prescribed weight standards as 
they relate to facets of leadership, is as pertinent to the 
NCAA Corps officer as to the Naval Officer (see Appendix A). 

As a final note, the Navy ascribes to the concept of 
"management-by-objectives" although this is not apparent 
on the Navy forms. Section 4-11d of BUPERSINST 1611.12E 
States that "...reporting seniors should seek to establish 
with each and every subordinate mutually understood, finite 
Objectives for which the subordinate will be held accountable. 


Subsequent fitness reports should then contain comment upon 


the degree of attainment of each objective." 
70 





G. UNITED STATES PUBLIC HEALTH SERVICE COMMISSIONED 
BIOROER see PIiCTENCY AND PROGRESS REPORT 


The United States Public Health Service Commissioned 
Officers' Efficiency and Progress Report, Form PHS-838 
(Rev. 6-78) as quoted on the form is used "in documenting 
an officer’s assignments, duties, and proficiencies, which 
in turn enables the officer and the Service to know the 
officer's strengths and weaknesses, to evaluate and improve 
his/her performance, and to identify the steps necessary to 
further his/her professional growth and career development. 
Evaluations obtained from this form may be employed in various 
personnel actions such as promotions and assignments." 

Posmeme tons for PHS-98398 are found on the form itself, 
E Manual Circular-Commissioned Corps Personnel PHS No. 279 
dated 9/1/78, and in Personnel INSTRUCTION 1 of Subchapter 
Seee>.1 Of the HEW Personnel Manual. 

The evaluation of an officer by Form PHS-838 is accom- 
Dlished by use of a forced-choice rating scale (Section IT) 
a behaviorally anchored rating scale (Section III), seven 
directed questions requiring specific narrative comment or 
description, and a comparison of the rated officer with of- 
ficers of the same grade doing similar work (Section V). 

By use of both a forced-choice scale and a behaviorally 
anchored rating scale, the Public Health Service has insti- 
tuved a curious mixture of the old and the new. Cozan 


claimed that forced-choice scales were found to be no more 


ML 





COMMISSIONED OFFICERS’ EFFICIENCY AND PROGRESS REPORT 







5-438 Reter to Commissioned Corps Personnel Manual 
¡REV 6-78) Sub-Chapter CC 25.1 
SECTION 1.—TO BE FILLED OUT BY OFFICER REPORTED ON 
NAME (LAST) (FAST) (MIDOLE INITIAL) | PS SERIAL NO. TYPE OF REPORT 
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2] Transıor aay file review s L omer 
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Type of Present Duty (Check the ONE !voe of work in wnicn you have spent the major cart of your time dunng the cenod covered by this report. If time 
nas Deen spkt between two types ot work. check the ONE in wnich you have spent 51% or more time.) 
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BIER VESCAWTON OF DUNES DURING PERIOD COVERED 9Y THIS REPORT 





MCLUOE SILLETIORCANIZATION TITLE. 


SILLET NUMBER 


WHAT ARE YOUR PREFERENCES REGARDING YOUR ASSIGNMENT OURING THE NEXT YEAR? 11 orner be exonat.} 


ı Ü seme 


¿Done 


SECTION li.—TO BE FILLED OUT BY REPORTING OFFICER 


In thes secnon of the report you evaluate (he officer by selecting trom 
sets of four phrases the one in eacn set wmcn '§ Most descnotive and 
he one wnicn is least descnome. ms method ot descnping an otticer dy 
tne use of standardized anrases nas Seen found in emoincal studies to 
5e a very atíective measure of Ine gerormance ot officers in tre Puolic 
Heath Service in order ‘or ‘ns section to De useful, nowever, t 'S 
mperatve that you !Ollcw carsfully ‘ne direcoons for completing !hıs 
sacon. 


In each Stock of four phrases betow, select the One >Dhrase most 
Gescnptve of the officer and cicie ine numoer corresponding to this 


onrase in the column labeled “Most.” Then from the three remaining 
statements in the same biock select the phrase least descnotive of the 
officer and circle the number corresponding to this phrase in the column 
abeled "Least." (The numbers serve merely to identify your choices.) 
Althougn some ot the phrases are repeated from one block to another, 
you snouid consider each diock :ncepenoentiy of tne other blocks and 
not try to make your evaluations consistent. Se sure, however. to make a 
"Most" and "Least" choice in each block. in some you may rightly feel 
that none otf the phrases apothes very well to the ofticer, nevertheless, 
make a choice among [nem. circling onty one ' Most" and one "Least" 
descnption. it you wish to comment on any ot the evaluations, feel tree to 
do so ın Section IV. item 7 ot the report. 
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in he example at the ngnt. "Cooperative ' was ‘eit '9 oe the descnetion wiicn best fitted the officer, Susmetsake n (2) 20m 
so the 2 was circied in the column laceteg ^ Most." Pernaps none of the pnrases descr:0ed the otficer Cooperative o : « 
very well, gut “Coocerauve " was felt to descroe cetter :nan the other three. Excitable ` was ¡ell to be incaned 10 De lary z I 3 y 
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«i <! Lacks anty tO mspire con- 
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Pege 3 


EE css AAA PPP [PP caos 
SECTION IV.—TO BE FILLED OUT BY RATING OFFICER 
——— E TT  Llb ——RHeawn CK 


1. Are you saügfed to ^ave Pus officer? 
ves Us Expense 


Aaa SS Pos EMI 


2, Ocean tus officer have ary Getects or Aarchcaps wracn magrt lnret fus/her effectvenses? 
1 Cres 2 Ono Describe 


AAA A AAA A o o PPP A ape RR tan 


1 Ooces tus officer heve amy Charectersucs (at mane fern/her urucsumely eftecove? 


piss. Us Descr 
4. fus Officer wrvtad 10 Ore SDOCIN y wan ren her crotesmon? | & Do you tuna tree officer's assgnment adequatety utizeos na/her capabites? 
Clive 2 Comment | ı ve 2 Ono Comment 





4. hut are your Cecormmendssore concerreng fe oannmng or fus orficars career? 
1 po -—— aik 
OO Tm—-————5—— M 
P4 


ra rasan ide of WG oder x mae a beber rounded cicer Eia 


(2 -—— SE 





7, Remercx (Commert concermmng ary Cara. and ports not covered. Ues comment space Page 4 ¢ necessary) 


Reconruard Ne promotion of Tus officer, ¢ otherw ee engicie. 
O, 00 nor 


SECTION V.- TO BE FILLED OUT BY RATING OFFICER WITH ACKNOWLEDGEMENT SIGNATURE OF OFFICER BEING RATED 


Rate the officer on erfectiveness n ris/her sresent Iob (n companson with officers of the same grade who are doing similar work. Select the behavior 
Gescnotion along the 10-oc ^t scale wnicn most nearty cescribes the officer. Decide which of the two numbers above the behavior descnpton represents 
the more accurate evaluabon of the offıcer and circie this number. 


1 2^^4 3 4 5 5 | ? a 9 10 


| | 
Wort cerformance « Work effectiveness = | Dos s good job | Pertorma very capabiy | Supenor in every «way 
PALAY IOMA eS | DO NOT MARK BOX 
(De net try to aem Secoon 1.1! | Are you the officer's immediate superesor? How tong Neve you known its officer? 
i 
1 Cl yes M no, expissn your retanonsrep to | + Less man one year 
| the officer. | 
SIGMATURE OF OFFICER BEING RATED ACKNOWLEODG- OATE 2 Cw | Q u 


ING DISCUSSION AND RECEIPT OF COPY OF COEPA | 








MAME OF RATING OFFICER (TYPE OR PRINT) | PHS SERIAL NO. | CORPS 
Civil Serece 
HS PHS Reserve Coast Guard 
| "Oc 2 (Actrve Duty) 1C] Qther 
CATEGORY (FOR PHS ACTIVE DUTY OFFICERS) | CURRENT PAY GAADE (FOR POSITION TITLE 
PHS ACTIVE DUTY OFFICERS) 
3 Ùl ma Tp . Ooiettien TEA «O fu a 
a « Losses ı Clan 10 teams O, es Cae 
2 LJ Oernant un 8L Ass SG | 
s L] saena s L Pramean RN Te, IE 
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Page « 


SECTION VI.-- TO BE FILLED OUT BY REVIEWING OFFICER 
indicate by section and item number any disagreements with report by reporung officer and give reasons. , 








NAME OF REVIEWING OFFICER (TYPE OR PRINT) a CORPS 
PHS PHS AESEAVE 
1 m 3 E Coast Guard 
Reguiar {Actrve duty) - 
CURRENT PAY GRAOE (FOR PHS . POSITION TITLE 


CATEGORY (FOR PMS ACTIVE DUTY OFFICERS} 


3D e s C samaan s onan 
IS "apt Eva io C) mewii ls 
O sa ca ert 


Seces 3 SA 


Ofhcer 





ACTIVE DUTY OFFICERS) | 


«Ora 
sse 
Bie 8 CJ assi so 







? T Asst SG 


Space For Comments by Additional Officers Reviewing Reports 











SECTION VII.—TO BE FILLED OUT BY ALL OFFICERS 


ROUTING RECORO OATE RECEIVEO 


DATE RELEASEO NAME OF OFFICER 





RATING OFFICER 





2 REVIEWING OFFICER 





3 





4 — ROGRAM REVIEW 





5 HEALTH AGENCY REVIEW 





5 





= 





Pravacy Act Notice for PHS Commissioned Cfficers’ Efficiency and 
Progress Report (CCEPR) (PHS-338) 
Recoros Systems HEW OASH/OM 0002.—0007. 


o 


enersal 


“ms statement is crowded pursuant to the Pnvacy Act of 1974 (PL. 
33-579) for otticers being evatuated as to thew oertormance in the PHS 
Commissioned Corps. 


Authority for Collection of Information 
PHS Act Section 201 et seq. (42 USC 202 et sea.) 


Principat Purposes and Routine Uses 


Section 1 of the COEPR to be completed by the officer. is used in 
conıuncton «nth the remaining portion ot the COEPR. to be completed 
9v Others, n Oocumentng an officer s assignments. dutues. and proficien- 
cies, smien in turn enables tne officer and tne Service to know the 
omcers strengtns and weaknesses, to evaluate and imorove nis/ner 
periormance. and to dentty the steps necessary to further his/her 
protessional growtn and career develooment. Evatuations obtained trom 
ms form may Sse emplovegd in vanous personnel actions such as 
promotions and assignments. 
Exceot as indicated beiow [he intormation you provide on this form will 
not oe disclosed outside tis Deoartment without vour written consent: 
TO Droscective emolovers or other organizations at the request of 
ine mdiviQual, !o Other Federal agencies in the event of appointment 
ot former officers. to Department of Detense in event of national 
emergency. Bureau ot Pnsons (Depanm-t of Justice), Coast Guard 


(Department of Transportation, and Environmental Protection 
Agency may obtain copies of personnel documents relaung to 
commissioned officer assignments to those agencies. Records may 
be disclosed to inOrviduals and organizations deemed qualified by 
tne Secretary to carry out specific researcn solety tor the purpose of 
carryıng Out such research (45 CFR, Pan 5b, Appendix B, Item 101). 
Orsclosure may be maae to a congressional office from the record of 
an individual in response to an inquiry from the congressional office 
made at the request of that individual. 

In the event of litigation where one of the parties :s (a) the 
Department. any component of the Department. or any employee of 
the Department in. nis/her official caoacity; (b) the United Slates 
where the Deparment determines that the ciaım, ıf successful, is 
imkely to directly affect the operauons of tne Department or any of rts 
components: or (c) any Department employee in his/her individual 
ca0acıty wnere the Justice Deoartment nas agreed to represent 
Such employee, the Department may disclose such records as it 
deems desiraole or necessary to the Department of Justice to 
enable that Department to effectively represent such party, provided 
Such disclosure is compaubie with the purpose for which the records 
were collected. 


Effects of Nondisclosure 


Comoleton ot Section 1 of COEPR is voluntary; however, failure to 
provide the information called for in Section 1 of COEPR will resutl in an 
evaluation for promotion. assignment, and other purposes not being 
based on the information vou Nave been asked to supply in that section. 
This will result in an officer's assignment preterences not being given 
due consideration It will also impede (ne processing of the COEPR and 
other actions based Ihe ^n. 


= GPO 1978, O— 254-070 
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Figure 10 





valid than graphic rating scales as long ago as 1955. 
Cozan /Ref. 6/ goes on to quote N.R.F. Maier, author of 
Psychology in Industry as saying that the forced-choice 
Metnod is difficult to implement because it entails: 

- Trained technicians to develop the performance scale. 


- A different collection of tetrads for each job or 
occupational group. 


- A fair agreement on the criteria of success and failure. 
- Willingness on the part of supervisors to rate their 
employees when they cannot even tell whether they are 
giving one person a more favorable rating than another. 
Another major problem with forced-choice tetrads is the in- 
ability to conduct meaningful discussions between the rater 
Mee aea oneer. iin apparent contradiction to the spirit 
Se memme FHS 630 as regards enabling "the officer and the 
Service to know the officer's strengths and weaknesses, to 
evaluate and improve his/her performance, and to identify 
the steps necessary to further his/her professional growth 
and career development," is the specific statement in the 
EUN dNSBESUCeP'S signature block, "(Do not try to discuss 
Seetlom II)." 

On the other hand the behaviorally anchored rating scale 
forces open discussion as do the specific questions of 
Seerwem iv. The format of the questions in Section IV is 
notable for its clarity. The overall effectiveness rating 
iuc» Vers also quite clear. Although an officer is 


being compared to others of the same grade who are doing 
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Similar wok, no forced distribution is required in the 


effectiveness rating. 
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NOAA SCORES TP LENESS REPORT SYSTEM 


A. BACKGROUND 

NOAA Form 56-6, Fitness Report for Commissioned Officers, 
is the primary means of appraising officers within tne NOAA 
Pers, Instruetions for the use of this form are found in 
NOAA Directives Manual, Chapter 56, Section C6, (NDM 56-06) 
Been ppeng's D) dated 1-14-72, on a tear sheet entitled 
INSTRUCTIONS (see Appendix D) attached to Form 56-6, and 
Mmancolocks 7, S, 9, 10, and 11 of Form 56-6. The present form 
Mais been in existence (with some minor modifications to the 
Format and instructions having occurred) since Dec. 1, 1967. 
IM sNNELOn coHcerning an individual officer's fitness is 
also gleaned sieh correspondence from superiors or outside 
sources concerning performance, through NOAA Form 56-25, 
Service Report, (See Figure 12), and on some occasions via 
personal communication. 

PeewMajoritty of officer fitness reports within NOAA fol- 
low the same general path. This path has the following 
milestones. Milestone 1: observation and evaluation of a 
subordinate officer by the rating officer. Milestone 2: 
writing of the fitness report by the rating officer. Mile- 
stone 3: a conference with the rated officer at which the 
subordinate is shown his fitness report and discusses the 
fitness report with the rating officer. Milestone 4: the 


subordinate signs the fitness report (a signature does not 


Ze 























U.S. DEPARTMENT OF COMMERCE 
NOAA Form 56-6 NATIONAL OCEANIC ANO ATMOSPHERIC 
(4-78) ADMINISTRATION 


FITNESS REPORT 
FOR 
COMMISSIONED OFFICERS 


2, LAST NAME (Al! Caps) - FIRST NAME - MIDOLE INITIAL 4. GRADE 


6. ORGANIZATION AND LOCATION 






1. REPORT PERIOD 





2. OCCASION FOR REPORT 
E ANNUAL [PROMOTION 


(7) SEMIANNUAL LL] TRANSFER OF 
RATEO OFFICER 


A TRANSFER OF RATER 
CO OTHER 


S. REPORT BASED ON: 
C] DAL Y CONTACT 
["] FREQUENT OBSERVATION 
















L] INFREQUENT OBSERVATION 
(O) REPORTS ANO RECOROS ONLY 


7. DUTIES OF RATED OFFICER (Inciude mejor collateral dutias end number of months in duty. Indicate if eubstential time wes in treinma.> 


8. GENERAL INSTRUCTIONS 


(When possible, evaluate the officer in comparison wth other NOAA officers of similor grode ond length of service.) 














'*X** one box for eoch roting category 


Factors to be conaidered in evaluating the officee being 
QUT- EXCEL-| VERY SATIS- 
raced I) 
| EN S 






Job Ability 
(See Item 11) 


Rapidicy with whieh «nowledge ts acquired, new cunceprs are 






grasped ind broad assignment areas are comprehended. 






Job Qualicy and quaneity of output. The efficiency and resourcetul- 
Accomplishment ness with which goals are accomplished. Utilization of person- 
(See Item 11) nel, monew and maretiais. 





Ability co organize, obtain the cooperation of orhers, and to 
direct theirs efforts effeceively. Ability to inspire contidence 
ig superiors and subordinates. 













Judgement Ability to develop correct aad logical conclusions. Ability to | 
act rationally and with dispatch within limits of auchoricy assigne 


Initiative Villingness co seek out and accept responsibilities or othec | 
growth opportunities. Ábiiity co introduce and deveiop worth- 
while ideas. 


Reliability Dependability and thocoughness exhibited in completing a job 
and meeting responsibiliries. 


Muman Abilicy and willingness to work in harmony with superiors, 


Relations contemporaries, and the genecal public. 


Layalry Faichfuloess and ailegiance co supervisors, subordinates, the 
service and cbe nation. 














n Dility ro communicate in a clear, con- 


cise and organized maaner. 






Officer Milicary carriage, correctness of uniform, smartness of appear 


Beoring ance, physical firness, service apritude. 





RERO Rond 


FOR OFFICE | | 
USE ONLY | 








TYPE OF PARTICULARLY PREFER PLEASED SATISFIED PREFER NOT TO NOT 
ASSIGNMENT DESIRE TO MOST TO HAVE TO HAVE HAVE (Advsrae) | OBSERVED 


MOAA FORM 56-6 Y U. S. GOV. PRINTING OFFICE: 1978—768-387 


> c 


Figure 11 





10. OTHER FACTORS «- Furnish detailed comments on any special skills and/or characteristics which you consider are excep 
tionally strong or weak points of this officer. Examples would be skills or characteristics relating to personal behavior, 
shiphandling and seamanship, inter-government relations, cost consciousness, physical endurance and emotional stahilicy. 


11. GENERAL COMMENTS = Give your general opinion or this officer. include any information which may be of value in making 
assigaments, special awards, and promotion. Make an explicit Statement on this officers EEO performance. NOTE: If 
““ouistanding’’ is given for either “JOB ABIL! TY" o “JOB ACCOMPLISHMENT", under Item 8, explain why che officer 


deserves this raiine. Also, expiaın all '"poor’ ee ratings. 


Officer shipboard training workbook % complete. Officer (is, 1s not) a qualified OOD Underway. 


I (consider, do noc consider) this officer's progress satisfactory, and recommend (retention in, separation from) 


the NOAA Corps. 





12. A COPY HAS BEEN FORWARDED THROUGH CHANNELS. CO ves CJ wo 


13. TREND OF PERFORMANCE: ~~ FIRST REPORT 07 IMPROVING (71 CONSISTENT [C] OECLINING 


14, EDUCATIONAL POTENTIAL - Do you believe full=ime graduate training wouid be beneficial jres C] no 
to 5oth NOAA and the officer atc chis time? _ NO OPINION 


I 
OFFICER 
REPORTING 
OFFICER 
OFFICER 


MOAA FORM 68.6 





Figure 11 
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imply agreement, only validates that the rated officer has 
Seen his report). Milestone 5: sending of the original 
Eusssreport to Chief, Commissioned Personnel, NCI, and 
Boutins copies through appropriate channels. Milestone 6: 
the annual meeting of the NOAA Corps Officer Personnel Board 
UOPB) atowhich all officer fitness reports received by NCI 
re reviewed and appropriate personnel actions based on 
Sentent Of the reports (coupled with content of prior re- 
ports for individual rated officers) are implemented.  Mile- 
EEcne v5 citing of the report in the rated officer's per- 
manent personnel folder. It is noted that as regards Mile- 
mee@es Gana 4, a rebuttal procedure for adverse fitness re- 


ports exists and is documented in NDM 56-06. 


mee Une Com OF The NOAA CORPS rITNESS REPORT 

The purpose of NOAA Form 56-6 as stated in NDM 56-06-24 
is "...these reports are the basis in selecting officers 
for promotion, assignment, and separation." In the instruc- 
AMS” included on the tear sheet attached to Form 56-6, it 
Maeda Mais report is used with previous fitness 
reports for the purposes of assignment-making, career develop- 
ment, and promotion." Taking promotion and separation as 
Opposite sides of the same coin, leaves three basic purported 
purposes for the Fitness Report System: promotion, assign- 


ment, and career development. 
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A cross check in the summer of 1978 with members of the 
NOAA Corps Officer Personnel Board and the NOAA Corps Officer 
Assignment Board (0AB) indicates that the primary use of 
Form 56-6 is selection for promotion (either accelerated, 

Se time, decelerated, or Separation). As far as use in 
career development or for assignment, the OAB members indi- 
cate that only on rare occurrences are fitness reports re- 
ferred to in the assignment process. This is not to say that 
the NOAA Corps has not made efforts to enhance the career 
@eveloomens Of its officers or to carry out (as far as 
Seaculicaple Within the needs and constraints of the service) 
an enlightened and equitable assignment process. However, 
Bema sayin that Form 560-6 in its present format has had 
seemingly little impact in the career development and assign- 


Ment processes. (See Chapter VI). 


oe Orme OF FITNESS REPORT FOR COMMISSIONED OFFICERS 
NOAA, Ferm 560-6 in its present format consists of fifteen 
blocks. See Figure 11, These are: 


RERORT PERIOD 

OCCASION FOR REPORT 

NAME 

GRADE 

PERORT BASED ON: 

ORGANIZATION AND LOCATION 

Dawes OE RATED. OFFICER 

GENERAL INSTRUCTIONS 
Coon] sraphic rating scale consisting of job 
performance measures and personal traits) 

9) DESIRABILITY 

10) OTHER FACTORS (a narrative block) 

BL CNEBAL COMMENTS (a narrative block) 


Co^ OW An FW NF 
bu RI Wd 
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12) A COPY HAS BEEN FORWARDED THROUGH CHANNELS 

13) TREND OF PERFORMANCE 

14) EDUCATIONAL POTENTIAL 

15) RATING OFFICER, REPORTING OFFICER, RATED OFFICER 

(signature blocks) 

By design and use, the primary rating mechanisms of Form 56-6 
are the graphic rating scale of Block 8, and the narrative 
Bections of Blocks 10 and 11. Blocks 9 and 13 can be used as 
eidg im overall evaluation of an officer's potential, but 
because of differing rater standards in the case of Block 
EE ccsechaeter VI, Results of Questionnaire), it is obvi- 
ous that numerous rating officers have a unique view of the 
distribution that is to be followed for grading desirability. 
In absence of established guidelines, this block is relative- 
ly worthless in any but negative instances of "Prefer not to 
have." Block 13, likewise, is of probable little value in 
overall evaluation except in the negative instance of de- 
clining performance. A cautionary nove as regards Block 13 
Sin order if "First Report" is checked. An analysis of the 
Maier 's "Fitness Reports" indicates that "First Reports" 
tend to be rked significantly lower than subsequent re- 
Ports from the same rater. The writer's grade is 66.7 on 
Seven "first reports" vice 75.7 on six subsequent reports. 
Whether this is a personal phenomena or a NOAA Corrs wide 
Dhenomena the writer has no means of ascertaining without 
access to the NOAA Corps personnel files. However, it would 
Aa ona tie officer with a history of numerous first ` 


reports could be at a Significant disadvantage to the 
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officer who has been fortunate enough to have spent the 
majority of his career in a relatively stable environment. 
The value of the graphic rating scale of Block 8 is 
enhanced by the requirement under Item 8 of the tear sheet 
instructions that the expected distribution of grades for 
all NOAA officers is: 5% outstanding, 15% excellent, 60% 
mery 200d, 15% satisfactory, and 5% poor. The narrative 
Sections serve as areas in which to expand on the various 
grades given on the graphic rating scale, comment on signifi- 
Gene factors not specifically covered by the graphic rating 
scale, and serve as a vehicle in which to report "critical 
McTdents' in the Officers career during the rating period. 
Specific criticisms and recommendations for improvement 
phe" torm and further clarification of applicable in- 


Meet on amd directives will be made in Chapter VII, 


pe OVER Yirw OF THE NOAA CORPS FITNESS REPORT SYSTEM 

The NOAA Corps Fitness Report and appraisal system, as 
presently practiced, is essentially an evaluative system (as 
opposed to develoomental) which looks to an officer's past 
performance. The NOAA Corps Officer Personnel Board attempts 
to interpolate a man's future performance, and thus promota- 
Pilicy, trom this record of past performance. 

Curiously, within Form 56-6, there is a requirement that 


the rating officer be required to pass judgment on whether 
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the rated officer should be recommended for "retention in" 
or separation from" the NOAA Corps; but, there is no re- 
quired statement that a rater recommend an officer for ac- 
RN oHbBd BAeOnRSLt;OD, promotion with peers, or decelerated 
promotion. Yet, these decisions are the primary purpose of 
the system. By the same token, there 1s no requirement that 
an officer's suitability for command (or increased respon- 
sibility) of ships, aircraft, or NOAA programs be commented 
upon. (Why else would the NOAA Corps continue promoting an 
individual except to ultimately command?) 

These facets of the NOAA Corps Fitness Report System 
will receive further comments in Chapter VII, Recommendations 


for Improvement of the NOAA Corps Fitness Report System. 
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VI. THE NOAA CORPS FITNESS REPORT ATTITUDE QUESTIONNAIRE 





B. GENERAL 

In late 1978 an attitude questionnaire was sent to all 
active members of the NOAA Corps concerning the NOAA Corps 
Fitness Report System. Of approximately 375 questionnaires 
Mailed, 120 were returned for a 32% overall response rate. 
For each grade the approximate response rate was: Ensign, 
meme Exeutsnant (j-8.), 259; Lieutenant, 43%; Lieutenant 
Commander, 41%; Commander, 26%; Captain, 27%; and Rear 
Admiral, 20%. 

The questionnaire (see Appendix B) was divided into three 
parts. The first part allowed differentiation of data by 
grade, present assignment, or specialty preference area. The 
categorization of data in this report is by grade. The 
second vart TETERA the NOAA Corps Fitness Report System 
Bom cle Scandpoins Of a rated officer, while the third part 
me ee Sysvem from the standpoint of a rating officer. 
Compilation of raw data from the completed questionnaire is 
mierudea Im Appendix 3. 

In the following tabulation of results and ensuing 
discussion, each question is reiterated as originally pre- 
sented on the questionnaire. Where applicable, belcw each 
question will be found the distribution of responses as well 
as the overall mean and median vaiues and the mean and median 


values for each rank. 
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Bc. PART I - RESULTS 


ET Rank (Grade) 


Ensigns 

Lieutenants (j.g.) 
Lieutenants 
Lieutenant Commanders 
Commanders 

Captains 

Rear Admiral 


Ru Er 
RP 00^ (^ O OM 


2. Years in NOAA Corps and with similar evaluation processes 


p. "Present 


14 
14 
ll 


E 
O 


3 
El 
26 
14 
We 


O-1+yr l, 
2-3+yrs 21 
4-5+yrs 26 
6-7+yrs M 
8-9+yrs 15 
10-11+yrs 10 
12-13+yrs G 
14-15+yrs 6 
16-17+yrs 3 
18-19+yrs > 
20-25+yrs 7 
26-30 +yrs E 
assignment 


hydrographic ship 
Oceanographic ship 
fisheries ship 
mobile duty 

feet 

laboratory 

staff 

management 

Orel 


mtx dg th Oo Q0 o' f 


Seven responses to #3 were left blank and one response 
indicated two answers. 


5. I consider myself primarily oriented towards 


a. operations 
b. R and D 

CO Starr 

d. management 


Several questionnaires indicated multiple responses to 
Part I, question 4. 
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The answers to Part I, taken as a whole, tend to estab- 
Sine Credibility of the results of Part II and Part III. 
Although the overall response rate was only 32%, the responses 
received would appear to be representative of the NOAA Corps 


as a whole. 


fe BART II - RESULTS 

In the following tabulations, SA=Strongly Agree, A=Agree, 
N=Neutral, D=Disagree, DS=Disagree Strongly. OA=Overall in 
Me Compilation of means and medians. 

For computation of means and medians, values of 5=Strongly 
Agree, 4=Agree, 3=Neutral, 2=Disagree, and 1=Disagree Strong- 
ly were utilized. The reader is cautioned that the majority 
or data collected in the questionnaire is ordinal at best. 

As sucn, Minor variations in means between the various grades 
Ae probably oí little significance. 

The samples of one Rear Admiral and five Ensigns allow 
no generalizations to be made regarding these grades.  How- 
ever, the author regards it to be more informative to retain 
these two grades as separate data groupings than to assimilate 


them into the next lower and next higher grades respectively. 
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ms T believe that ihe present Fitness Report form is a 
zood one (NOAA Form 56-6), 


Responses SHE A=4 N= D=2 nou 
N 6 72 29 i O 
Percentage 0%, 60.0 Oy 24.2%, 10.8%, 0.0% 
Means: 0A23.6, ENS=3.2, ITJG=3.4, LT-3.7,  LCDR-3.5, 
CDR=3.7, ARTES. RADM=4..0 
Medians: QUES, ENS=3, LTIG=4, LT=4, LCDR=4, 


CDR=4, CAPT=4, RADM=4. 


b. I believe that the present Fitness Report system is a 
sood one (evaluation by a superior, a conference, and 
then review by the OFB). 


Responses E A=4 N= ye en 
N 195 81, L2; 69 2 
Percentage: 8 S. 





Means: PERO EMI... DRJG-3.9, LT-3.7, LCODR=4.1, 
CDR=4.2, CAPT=3.9, RADM=4.0 


Medians: 04=4, ENS=+4, LTIG=4, LT=4, LCDR=4, 
CDR=4, CAPT=4, RADM=4. 





D. I feel that my Fitness Reports have provided NOAA Head- 
quarters with a irue measure of my abilities and worth 
to NOAA. 

Responses SA= A=4 Me Dez su 

N 2 60, DES IS, 3 

Percenta e .3%, 50%, 25.7%, 15%, 2.5% 

Means: NS 200 bloG=3.2, LT=3.4, ICDR=3.7, 


Medians: Ae ENS=2, EMG, =S. LCD =p 
CERA, CPT 4, RADM=4. 





89 





B. I feel that my command has provided me with on-going 
feedback concerning my performance throughout a rating 
Period (i.e., as opposed to evaluation only at prescribed 
Fitness Report times). 


Responses Se A=4 N= D=2 DS=1 
N ^, 22. 34, 45, 15 
Percentage: 3%, MO. 30, 28.3%, 27,5%, 12.5% 
Means: MS PNS=1.8, LIJG=2.9, LT=2.4,  LODRS2.8, 
eBE-2.8, GAPT=73, » RADM=3.0 
Medians: 92.5, ENS=1, TJG=3, mu. Regn = 3), 


CDR=3, CAPT=3, RADM=3. 


4. I feel that my command has spent significant time with 
me discussing career guidance and development. 


Responses SA=5 A=4 N=3 DSZ DSi 

N 2, IL, p 50, 24 

Fercentage: 1.7%, 9.295, 20579 41.7%, 20% 

Means: mer, 9551.9, )LTJG-2.9, LT=2.2, LCDR=2.3, 

CDR=2.0, CAPT=2.2, RADM=3.0 

Medians: 9A-2, BNS-I, MESG3, Due. LODS 

eDR=2, gm T2, RADM=3. 

I. feel that the NOAA Corps Fitness Report System has 
aided me in becoming a more proficient, more professional 
OLOT. 

Responses SM A=4 N= D2 DS 

N ly, 24, i 42, 7 

Percentage « a I MS : 





Means: BELLO INNI-205, (LMJE=2.4, LT=2.8, LCDR=2.8, 
UBE-2.65, WAPT=3.1, RADM=3.0. 


Medians: Owe 3, ENS, TRIC- 3, LT=3, LCDR=3, 
CDR=3,  CAPT=3, RADM=3. 
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6. I believe the purpose(s) of the Fitness Report System 
should be to 


a. Aid in annual adjustment of the lineal list. 





Responses SA= A=4 N= D s 
N 2T Dor 19, 195 3 
Percentaze: 8. ‚8 10.8%, ; 
Means: OA#3.8, ENS=3.8, TRIG- 3-9, LT=3.5, IDE. 
CDR=4.2, CAPT=3.6, RADM=4.0 
Medians: OA=%, ENS=3, Bi. BP LODR=4, 


CDR=4 , CAPT=4 ^ RADM=4 . 


D. Aid in separating personnel who aren't performing. 


Responses SA=5 A=4 N=3 D=2 DS 
N co, Soe Se > O 
Percentages: 46.7%, 42.5%, 6.7%, 4.2%, 0.07 
Means: nsn. 3, ENS=4.4, EEUU -5. ITe5.1. LCDR=%. 5, 
CDR=4.4, CAPT=4.1, RADM=4.0. 
Medians: QA. ENS, Eng 5, LT=-4, LCDR=5, 


CDR=4, CAPT=4, RADM=4 


c. Provide feed back to aid the rated officer in develop- 
ing professional skills. 








Responses S 
N 51, 62, 2 4, 1 
Percentages: LA ; 
Means: pu. SENSZE.O, LTJG2d.4, LT=4.3, LCDR=4.3, 
CDR=4.2, CAPT=4.4, RADM=4.0 
Medians: OA=4, ENS=5, LTIG=4, ipa. LCDR=4, 
CDR=4, CAPT=4, RADM=4 
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d. Aid in the assignment process. 





Responses Se = 5 A=4 N=3 D-2 Doc 
N 20 Tees 10, 8, T 
Percentages: i 13: 6. 
Means: MED wWe-l.2. LTIJG=3.9, LT=3.8, ICDR=4.2, 
CDR=3.7, CAPT=4.0, RADM=4.0 
Medians: OA=4, RSS, ERJOZLI, m LCDR=4, 


CDR=4, CAPT=4, RADM=4 


e. Aid command to develop personnel and obtain desired 


perrormance. 
Responses SA= A=4 N= D=2 Dec 
N 25, 66, 19, 9, m 
Percentages: 20.84, To 15.8%, 7.5%, 0.8% 
Means: VASTO, ENS=3.0, US O LS A Bepp-2r 2, 
CURE SÓ, CAPT=4.1 RADM=5.0 
Medians: 0A=4, ENS=4, LTJG=4, PT 2 LCDR=4, 


CDR=4, CAPT=4, RADM=5. 


Fan } 


D ssmstor» evaluating qualification for promotion. 





Responses SAE A=4 N= De? pos 
N p. 69, a ie O 
Percentages: ; OF 6. 0.9%, 0.0% 
Means: 0A=4.2, BNS=4.2, ITJG=4.2, LT=4.2, Torres 
y CDR=4.3, CAPT=4.4, RADM=4.0 
Medians: OA=4, ENS=4.5, LTJG=4, LT=4, LCDR=4, 


CDR=4, CAPTER, RADM=4. 


=. Ocmwer (Please indicate). 


Repel tes moted on questionnaires 25, 48, 57, 66, 82 and 85. 
Questionnaire 85 gave the best suggestion (in the writer's 
opinion) in suggesting that an additional purpose should be to: 

"Evaluate skill of NOAA officer with respect to op- 
erating a data gathering vehicle..." 
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P. I believe the Fitness Report System is effective in 
implementing 


Even anmnuat adjustment of the lineal list. 


Resvonses | Dez 





N 18 E 48, DOR 8 
Percentages: : à t : 





Means: OA=3.0, ENS=3.2,  LTJGC-2.8, LT-3.0, LCDR=3.1, 
CDR=2.8, CAPT=3.2, RADM=4.0 


Median: CA=3, ENS=3, LT JG=3, LT=3, LCDR22, 
CDR=3, CAPT=4, RADM=4. 





D. Aid in separating personnel who aren't performing. 








Resvonses SMS 5 Ash N paz DS=1 
N 4, 2, 25, 46, t7 
Fercentazes: : 
Means: UN 5. ENSI2.2, EMITE =24 7, Ipae, LCDR =2 9. 
CDR=2.9, CAPT=2.6, RADM=4.0 
Medians: 0A=2, PN>=2, LT JG=3, Dno LODS 


CDR=3, CAPT=3, RADMzA. 


ide feedrack to aid the rated officer in develop- 
professional skills. 





Means: ees, MS=3.2, 1ITIE=3.4, LT=3.4, LCDR=3.2, 
Giaac. 0, CAPTE. RADM=4.0. 


Medians: au ENS=4, LTJG=4, LTS, LCDR), 
CDR=3, CAPT=3.5, RADM=4. 
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d. Aid in the assignment process. 


Responses SA= A=} N= Do. po 
N 05 46, 50% 19, 4 
Percentages: 0.0%, 8.6%, 42.0%, 16.0%, 4% 
Means: BEES 1345-229, —DEJGS3.5h, LT=3.2, LCDR=3.1, 


"DRZ ° O ’ Pm . 1 ; RADMz . Q 





Medians: 04=3, ENS=3, LTJG=3.5, LT=3, LCDR=3, 
CDR=3, CAP l= 3, RADM=3. 








e. Aid command to develop personnel and obtain desired 
performance. 
Resronses SA= A=4 N= B? poc 
N 2 41, >>, 19, y 
Percentages: i Na, res 
Means: ene) Bio-2.c, —LTJG=3.0, LT=3.2, LCDR=3-4, 
CDR=2.9, CAFT=3. RADM=4.0. 
Medians: Du ENS ERIC), Dp, LCDR=3, 


CDR=3, CAPT=3.5, RADM=4. 


Bes. in Gvaluating qualification for promotion. 











S A=4 D=2 DS-1 
N 0% 58, E c 4 
0% À : ! 
Means: MEC ZENS-2.6, ITJG=3.1, LT=3.0, LCDR=3.2, 
CDR=3.5 8, RA on 
Medians: 0A-3, ENS=3, LTIG=3, LT=3, LCDR=3, 
CDR=4, CAPT=4, RADM=4 


er Other (Please indicate) 


Response noted on questionnaires 57 and 95. Question- 
naire 85 (see 6g.) indicated disagreement with our present 
Fitness Report’s ability to evaluate adequately an officer's 
ERO Wich respect to operating a data collection vehicle. 
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Sk I feel that a system whereby poor or marginal performers 
in the grades 0-4 and 0-5 with less than twenty years 
Service could be separated with severance pay would be 
beneficial to the NOAA Corps. 








Responses SA- A=4 N= Dez Boat 

N E 48, T; d. 1 

Percentazes : 4 3 . LE 40% : 9. 2%, 6 : 1%, Or, 8% 

Means: OA=4.2, ENS=4.0, LTJG=4.4, LT=4.2, LCDR=4.3, 
EDS-T.0, CAPT » RADM=4.0 

Medians: OA=4, ENS=4, eee =e), LIE LCDR=5; 
CDR=4, RON. RADM=4. 

B I feel that a system whereby subordinates rate superior 


officers would be beneficial to the NOAA Corps. 


-Responses 


N 34, 3%, po Tos 13 


Percentages: 








Means: BRL eNe=5.6, ITIC=4:0, LT=3.8,  ICDR-2.9, 

CAPT .1, RADM=4.0 

Medians: OA=4, ENS=5, Ius Mio LCDR); 
CDR=4, PAE T=>3, RADM=4. 





10. I believe that a mechanism to incorporate peer group 
ratings into the Fitness Report System would be beneficial 
to the NOAA Corps. 


Responses SA- A=4 N= Dez Boat 
N qi 38, 23; 24, 1o 
Percentages: 12.0%, oe D 19.6%, 20, 5% 15.4% 
Means: Bremer ans SPTJG-3.1, ILT23.3, LCODR=2.8, 
CDR=2.6, CAPT=2.9, RADM=3.0. 





Medians: 0A=3, ENS, LIJG=3.5, LT=3.5, LCDR=3 
eo CA PT=3.0, RADM=3. 
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11. If I were to weight performance measures of NOAA Corps 
Mess Report in Section 8, I would give the heaviest 
weight factor to the following performance area(s). 

Leave blank if you consider all areas of equal importance. 


Job ability and/or job accomplishment 66 responses 


dob accomplishment 57 responses 
Job ability 53 responses 
Leadership 34 responses 
No indication in either question 
io 13 33 responses 
Judgment 33 responses 
Matiative 26 responses 
Human Relations 15 responses 
Loyalty 2 responses 
Self-expression 2 responses 
fficer bearing 2 responses 


12. What weight should FEO performance receive? 


See Appendix 3. The majority of responses tend to 
indicate that: 
Ls eved in other categories 
b) EEO performance is difficult to grade 
c) It should be mentioned in the narrative comments 
if either positive or negative EEO activity is 
noted. 


13. Do you recommend deletion of any area listed in Section 


d as being either too subjective in nature or irrele- 
vant as a performance measure? If so, which one(s)? 


No deletions 84 responses 

Loyalty 21 deletions 5 less important 

Officer bearing 7 deletions 5 less important 

Self expression 2 deletions 2 less important 
1 redefine 

Human relations 1 deletion 2 less important 

Judgment 1 deletion 1 less important 

Reliability 1 deletion 1 less important 

Ima trative 1 deletion 

Leadership 2 less important 

do ability 1 less important 
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14. Have you ever written a rebuttal to what you consider an 
unfair fitness report? Mark NA if you have never re- 
ceived what you consider an unfair report. 


NA 73 responses = 61.9% 
NO 30 responses = 25.4% 
YES m responses = 12.79 


15. If you have any comments regarding our Fitness Report 
System from a rated officers viewpoint, use the space 
provided below. 


Ninety one responses Were recorded ranging from one or 
two sentences to three pages of detailed suggestions.  Par- 
ticularly detailed suggestions and observations were found 
Ea userlDMEasweS WR, 12, WO, 64, 71, 81, 91, 106, 111, and 
120. 

Themes noted included but were not limited to (numbers 
in parentheses indicate questionnaire number): 

A. Critmewvsms 

1. NEW RATING OrFICERS ARE TOLD TO BIAS THE RATINGS 
UPWARD (87) (Caps added by compiler). 

2. Melee Of Uniformity between graders. (15, 19, 26, 
pen 53, 58, 64, 96, 1093, and 114) 

3. Lack of objectivity sometimes exacerbated by 
personality clashes and failures of memory (15, 
07290532. 738, 63, and 64) 

4. Lack of feedback and counselling between re- 
pomts (3, 4, 40, 48, 53, 73, 98) 


5. Fitness Report has been used as a threat, form 
"HN Unrshment, or incentive creating device (6, 
cra 73, 95) 

0% PBromet1on dictated by "warm body" availability 
dapo sed to merit (7, 18, 60) 

LU xubpeWent on lineal list is more a function 
SE exposure than talent (36, 93) 

SMEs Cizicer not always provided copy of Fitness 
Report (5, 285-36, 45, 100) 

9. Inadequate rebuttal system (4, 20, 38, 47, 51, 


pommel, 111, 116) 

no. t E usuNSg ratins orficers (^4, 6, 40, 
106) 

Pi. Strict adherence to guidelines will hurt rated 
erficem (9,65) 

12. Ratings by civilian (both too high and too low) 
Petemeialiy harmful to rated officer (10, 29, 39, 
pete, 71, 86 93) 

13. Although reports flag potential problems, follow- 
Me corrective actions insufficient (61) 
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14. 
i5. 


Ge 


172 
ie 


19: 


Merzinal officer can slide by with little or 
no incentive for improvement (98) 

Some reports written on basis of little obser- 
vation (one response indicates having received 
Somewmas "Tictitious” reports). (2, 21, 34, 
72, 106) 

Effective evaluation of Fitness Reports lacking 
A level (70, 7%, 75, 381, 87, 118, 120) 
Must occasionally pursue rating officer to get 
repert (86) 

mengst commands difficult to comprare officers 
of equal grade and length of Service as most 
commands have few officers of equal grade and 
speech of service (64, 107) 

Physical fitness ignored in NOAA Corps (40) 


Suggestions for Improvement 


2. 


in E o OU 


ON 


eNe section on potential (114) 

Establish section for recommended action by 

OPB (64) 

Add overall rating of officer to end of 

Section 8 (12, 95) 

Require indication of whether cr not a confer- 
exmee took place (111) 

DNE rated Officer copy of Fitness Report prior 

to conference (100) 

EStablisn MBO system throughout NOAA Corps as 
each assignment is different (establish specific 

ED goals for each rating period) (109, 
120 

Draft set guidelines for minimum development 

— for each job (work standards approacn) 
> 

Modify the rating-scale to allow greater dif- 

Rente son than: the present 10, 8, 5, 4, 2. 
IE 125) 

Have independent appraisals by at least two 
individuals higher up on chain of command (help 
chace personal bias of rater) (21) 

Attempt to have more correlation between out- 
Standing Fitness Reports and commendations, 

awards, etc. (33) 

While rating, rank qualifications in Section 8 
in order of importance as the rater sees them 
for a given job (52, 72, 104) 

Educate or police raters to maintain expected 

Bestripution (58, 6%, 81, 91, 110) 

Use as long-term substantiation tool to trace 
trends in performance as opposed to yearly ob- 

Seryatiıon at "iove-in" (63) 
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14. 


is. 
lio. 


17. 


ine 


29. 
2: 


Institute a form of self-assessment whereby 
rated officer indicates accomplishments, awards, 
dues, ete. for appraisal period (81, 96) 
Require a statement concerning an officer's 
EM to operate a ship, fly, or dive. (85) 
Eliminate loyalty. Either the officer is loyal 
or is not. (88) Perhaps add "attitude" in lieu 
on loyalty (67) 
Change Section 8 column headings to Outstanding, 
Above Average, Average, Below Average, Poor; or 
change column headings to numerical values 1-5 
or 1-10. (90, 95, T06) 
= id full justification for any extreme marks. 
10 
Ee reports by grader's average mark. (110, 
120 
Rate officer relative to job, duties, and 
performance. (64) 


C. Muestions 


1. 
en 


as 


CON are reports utilized and by whom? (12, 13, 
Sim 78) 

What criteria is used to grant advanced lineal 

standing (or a drop in numbers)? (20) 

NC oes on a; the annual "Love-in?" (56, 78) 


EE UE III - RESULTS 


Forty-three responses were recorded for Fart III. These 


responses were catesorized (when appropriate) as follows: 


20 responses from 0-4 and below; and 23 responses from 0-5 


and above. 


L., Based on the 100 point total in Section 8, what is the 
approximate point score that you have given your rated 
officers? 


Bvesaee Score given by a rating officer is: 74.2. 
Average score given by 0-4 and below is: 73.9., 
Average score given by 0-5 and above is: gus e 
Distribution of average grades given is: 

2 graders 


59 and below 


69-60 4 graders 
74-40 11 graders 
ey iZeeraders 
84-20 10 graders 
89-85 3 graders 
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E. What approximate percentage of officers have you rated 
poor in any category? 


Distribution: 0% = 16 responses 
I NU cesponses 
2% = 2 responses 
3% = 2 responses 
pa] 1) respemses 
10% = 4 responses 
20% = 1 response 
20 e T response 
B. Ueder section 9, Desirability, what approximate percent- 


age of officers have you indicated that you 
ME erer Not To Have 
Bra atıszied to Have 
c) Pleased to Have 
d) Prefer to Most 
pemetericularly Desire 


The number of unique distributions reported makes it 
impossible to generalize about this question. It is 
apparent that Section 9, Desirability, is virtually 

useless as an evaluative tool as presently utilized 

buc rcIns ofiicers. 


4, How many officers have you recommended for advancement 
nache lineal list? 


presripution: 


O recommendation = 30 responses 
1 recommendation = 3 responses 
2 recommendations = 4 responses 
3 recommendations = 1 response 
l| recommendations = 1 response 
5 recommendations = 2 responses 


1 response indicated 15% 


Mires Section elicited comments such as it is not in 
Mae racing officer's domain, but instead it is up to 
the Officer Personnel Board to act on outstanding 
report (questionnaire 73), "Never occurred to me" 
MuESIionnadjre 100) and ".. but I really feel I have 
had excellent officers" for a rater who has recom- 
mended 50% (about 5) of his subordinates for ad- 
vanced standing (questionnaire 110). 
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5. How many officers have you recommended for separation 
ta drop in lineal number? 


Distribution: O recommendation = 56 
1 recommendation = 4 
2 recommendations = 1 
4 recommendations = 1 
1 response indicated 5% 


ON 


I feel the mechanisms for advancement on the lineal list, 
Separation, and setting back on the lineal list are 
Opera tine properly. 





Responses SiS A=4 N= D2 DM 
N u 9; 14, T23 i" 
Percentazes: 0.0%, : 28.6%, LON 
Means: 05-256, O-4 and below=2.7, 0-5 and above=2.5 
Median: Om, O-4 and belows3, 0-5 and above-2 
p I feel my evaluation are characterized by 


a. an ongoing process in which I actively coach subordin- 
ates and comment on their performance throughout the 
rating period. 


Responses as A= N= D=2 DES 
N E EN S => O 
Fercentages: i. 7o. 07, 19.0%, 19.0%, 0.0% 
Means: OA=3.5, 0-4 and below=3.4, 0-5 and above=32.6 
Medians: 04=4, 0-4 and below=3.5, 0-5 and above=4 


b. a joint effort by myself and other top members of a 
command providing input to the evaluation of subor- 











dinates. 
Response D 
N L, 297: P hb, O 
Percentages: OS, 69.0%, 11.9%, 95%: 0.0% 
Means: 043.838, 0-4 and below=3.6, 0-5 and above=3.9 
Medians: OA=4, O-4 and below=4, 0-5 and above=4 


po 





S. I feel that training in personnel evaluation would be 
beneficial to me in aiding me to better evaluate my 
subordinates. 





Responses SA= A=4 N= D=2 Bost 
N p P. 19, By O 
Percentages: 16% ; 23% 
Means: OA=3.8, 0-4 and below=3.9, 0-5 and above=3.7 
Medians: ORAS, O-4 and below=4, 0-5 and above=4 
D. If you have any further comments concerning our Fitness 


Report System from a rating officer's viewpoint, use 
the space provided below. 


Responses to this questions are included in the com- 
Der 20, 02 comments in Part II, question 15. 


tj 


DNEOSUSENON OF RESULTS 

The most remarkable aspect of the Fitness Report Question- 
naire results is the uniformity of response from all grades. 
Both Ensign and Rear Admiral groupings present anomalous 
results in response to some questions; but, as mentioned 
earlier, the small sample sizes associated with those two 
groups preclude generalizations. 

Taken as a whole, the results of the questionnaire indi- 
cate that the NOAA Fitness Report System is perceived as not 
ENeempieshens all that it could or all that it should. In 
addition, in many instances written comments suggest dys- 
functional side effects of the Fitness Report System. 

Major problems with the system in its present form in- 


c lude: 
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1. Lack of effective communication between rater and 
ratee as to what behavior the ratee is being graded 
Sees II, questions 3, Y, 6c vs 73, 6e, vs 73, 
1S; Part 111, 7a). It is worthwhile to contrast the 
Beeponses to Part II, 73 and Part III, Z7a. Although 
62% of raters Agree or Strongly Agree that they ac- 
Lively coach or comment upon subordinate performance 
LOs not a rating period, only 22% of rated officers 
Agree or Strongly Agree that they receive on-going 
feedback throughout a rating period. 

2. A widespread belief that adjustments to the lineal 
list (both up and down) are not being implemented 
po PRI questions 6a, 6b, 6f, 7a, 7b, 

NM rare Til questions 2, ^, 5, 


3. A lack of uniformity between graders. (Part II, 
un uon 155 Part III, questions 1 and 3) 


4, Although a few years back NOAA instituted a program 
Sime luUntcary career counselors, it is apparent that 
career guidance and development within the NOAA Corps 
ame pereeived as being deficient. (Part II, question ^) 

5. An inadequate rebuttal system. 

On the plus side, the NOAA Corps Fitness Report form is 
generally well-liked (although worthwhile suggestions for 
modification were received) as is the NOAA Corps system 
cove ition Sy ar superior, a conference, and then review by 
the 0PB). A small majority of responding officers (564) 

Agree or Stongly Agree that the present Fitness Report Sys- 
tem has provided NOAA Headquarters with a true measure of 
their abilities and worth to NOAA. Conversely, 38% indicated 
Mavi received at least one unfair (in their opinion) Fitness 
Meporc during their career. Although lack of objectivity 

was a major theme in the written comments, a majority of 


Magers, 73%, (Part III, 7b) indicated that they work with 


Other top members of their command in providing input for 


Top 








inclusion on subordinates' Fitness Reports. This practice 
Pameenly tend to increase objectivity in reporting. 

Looking at specific questions, the majority of responses 
to questions 6a through 6f Agree or Strongly Agree that the 
NOAA Corps Fitness Report System should have the following 
objectives: 

Dove separating personnel who aren't performing 
6c) provide feedback to aid the rated officer de- 
velop professional skills 
% 6a) aid in assignment process 
6 6e) aid command to develop personnel and obtain 


desired performance 
93% 6f) assist in evaluating qualification for promotion 


0 
Q 


NAS ada in annual adjustment of the lineal list 
45 
94% 


Significantly, questions 7a thru 7f, which indicate 
the NOAA Corps perception of how well the above objectives 
of the NOAA Corps System are being implemented register the 
following Agree or Strongly Agree response rates: 
y» 78) adjustment of lineal list 
25% 7b) separating non-performers 
0% 7c) feedback 
6 7d) assignment 
? 7e) develop personnel 
MAT) eraluace qualifications 
It is to be noted that the average percentage of officers 
who responded Strongly Agree to questions 7a thru 7f is only 
i74. 
DNUS -usafor a change in retention policy is strongly 
suggested by an 8345 Agree or Strongly Agree response rate to 
Part II, question 8, regarding forced separation with sever- 


ance pay of presently tenured marginally or poorly performing 


EE s and 0-5's. 
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Responses to Part II, questions 9 and 10, concerning sub- 
ordinate rating of superiors (57% Agree or Strongly Agree) 
and Deer group ratings (44% Agree or Strongly Agree) indi- 
cate lukewarm to cool acceptance of these ideas. Asa 
small majority concur with the concept of subordinate rating 
of superiors, a specific suggestion as to how this could be 
handled will be made in the final chapter. 

Mere stonse to Part II, question 11 indicates a desire 
to de graded more heavily on the basis of the potentially 
Memcittaole, job-related traits of Section 8, NOAA Form 56-6, 
BENOpsosed to the more nebulous personal traits of Section 8. 
Job Accomplishment and Job Ability had far and away the 
hignest response rate regarding which performance measures 
should be weighted most heavily. Leadership, Judgment, and 
No Indication of heavier weighting are in second place, while 
Merle eyenic in third place. The great majority (79%) of 
responses to this question fall within the first five items 
Of Section 8 which the writer considers to be more related 
to job and performance than the remaining traits of Section 8. 

Question 13 inquires if any area of Section 8 is too sub- 
jective or irrelevant and, as such, requires deletion. No 
Deletions is the leader with four times more responses than 
eeeond place, Loyalty. Officer Bearing is ln a distant 
third place. However, Loyalty, of all items in the personal 


and professional traits, appears to be most subject to abuse 


TOS 





by a rater or to be dysfunctional for NOAA as a whole. To 
paraphrase Questionnaire 32, disloyalty and independence of 
Mount and action (high initiative? high creativity?) 
may sometimes be confused. As regards loyalty, where does 
a subordinate's loyalty lie if his immediate superior is 
guilty of shirking his duty, incompetence, or even worse? 
Does loyalty lie with that superior (who writes his Fitness 
Report) or does it lie with NOAA as a whole? 

Question 12, which is concerned with the weighting of 
EEO ratings, elicited much comment. See Appendix B and 
Results in this chapter. As mentioned in Chapter IV 
the investigator recommends that NOAA follow the philosophy 
of the United States Navy (see Appendix A) as regards grad- 
ing of EEO activity. The Navy, as opposed to grading all 
Orficers on EEO activity, explicitly states that only those 
Seeteers 1n a position to implement the tenets of EEO or 


Migirmative Action Plans should be graded on EEO activity. 


a> 


uestion 14 points out the deficiency of our present 
retuttal system.  Thirty-eignt percent of rated officers feel 
that they have received ai least one unfair Fitness Report. 
Only 33% of those having received unfair reports have writ- 
ten recuttals. To quote an 0-6 over 30 years, "A rebuttal 
Day oe an officers way to get his or her viewpoint across, 
but the only recourse an officer really has is to leave the 
oie) Or hope fcr a reappraisal from a different rating 


w icer" OPa naire 116.) If, for instance, an officer 
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is marked down in Loyalty or Human Relations, he is put in 
an untenable position. A rebuttal proves the point: he is 
an argumentative, ill-tempered, disloyal bleeper. No re- 
buttal implies tacit agreement with the rating. Clearly 

an effective system must be instituted to resolve discrepan- 
cles between rater and rated. 

Question 15, requesting comments concerning the NOAA 
Corps System, generated much response. The six most numerous 
themes were: 

Lack of uniformity between graders (12 responses) 
Inadequate rebuttal system (9 responses) 

Cimi lian raters (8 responses) 

Lack of objectivity (7 responses) 

Lack of feedback and counselling (7 responses) 


Effective evaluation of Fitness Reports lacking at 
HQ level (7 responses) 


Own En fto r^ 


The most frequenti suggestion for improvement of the system 
was to educate or police raters to maintain the expected 
Histsribution (5 responses). 

Response to Part III, questions 1 thru 5, indicated that, 
as suspected, Fitness Report grades are inflated, raters are 
not grading from a common base, use of "Poor" ratings is 
minimal, recommendations for advancement on the lineal list 
are Minimal, and recommendations for separation or a drop 
Bmore lineal list are minimal. Not surprisingly, in light 


the above rater response, 9% Strongly Agree and only 21% 


bt) 


O 
Agree that mechanisms for advancement on the lineal list, 
Separation, and setting back on the lineal list are operating 


properly (Part III, question 6). It appears highly unlikely 
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that any meaningful personnel action could be taken on the 
basis of the NOAA Corps Fitness Report System as it is 
presently operating. 

As mentioned earlier in this chapter, Part III, question 
m eav that 62% of rating officers feel that their 
evaluations entail on-going feedback to rated officers during 
e pero. As only 22% of rated officers indicate that 
they have received on-going feedback during a rating period, 
a "communications gap" definitely exists. 

BEEGeUNehat most rating officers work with other senior 
members of their command in developing Fitness Reports is 
an encouraging trend (question 7b). This should be NOAA 
Corps policy as additional rater input can help eliminate 
personal bias. 

Mena @inme! note, a majority (70%) of raters Agree or 
Strongly Agree that some form of training in personnel eval- 
uation could be beneficial to them in better evaluating 


Bmecordamates (Part TIT, question 8). 
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VIT. RECOMMENDATIONS FOR IMPROVEMENT OF THE 
NOAA CORPS FITNESS REPORT SYSTEM 
fr. INTRODUCTION 
As with any system involving interaction between human 
beings, there is always room for improvement within any 
appraisal system. By the same token, no appraisal system 
yet devised has totally eliminated problems associated with 
personality conflicts, inflationary trends, subjective grad- 
ing, or intentional corruption of the system. Because of the 
great importance to an organization of personnel evaluation 
and development, the organization should periodically review 
1tS appraisal system with the objective of improving that 
System. 
The following recommendations are offered in the spirit 
Of bullding on and improving the NOAA Corps appraisal system. 
Specific recommendations will be concerned with: 
"Od Ueation of NOAA Corps philosophy of appraisal to 
reflect both an evaluative mode (vast performance ori- 
ented) and a develoomental mode (future performance 


orremeed). 


2) Modification of Pitness Report For Commissioned Officers 
(NOAA Form 56-6) and Service Report (NOAA Form 56-25). 


3) Modification of existing NOAA Directives and Instructions 
concerned with the NOAA Corps Fitness Report System, 
assignments, promotion, and separation from the NOAA Corps. 


Suggested means of implementing the above recommendations fol- 


Low. 
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B MODIFICATION OF NOAA CORPS APPRAISAL PHILOSOPHY 

Ps Omposea to the phrase, "modification of NOAA Corps 
memieeesal philosophy,” a more realistic concept as concerns 
the NOAA Corps is the adoption of a better methodology to 
implement present NOAA Corps philosophy. 

The upper echelon of NOAA Corps management is already 
Comme costed to Officer guidance and career development and an 
equitable and just Fitness Report System. As evinced by 
numerous articles and siatements of policy in the NOAA Corps 
Bere, (See Appendix C), the house organ of the NOAA 
Weare, une proper administration of the Fitness Report Sys- 
tem and open channels of communication for career guidance 
and development (via a program of volunteer career counselors) 
are major concerns or the NOAA Corps Command. 

Mme re sO, schis concern, it is apparent from the re- 
sponse to the NOAA Corps Pitness Report Questionnaire that 
neither the career guidance and development program nor the 
ENEREBeSS Report System are perceived as operating properly. 
Pern ee tiese problems are a direct result of either a lack 
of effective communication between superiors and subordin- 
ates or an inadequate method of communication between superiors 
and subordinates (superiors are seen as issuing authoritarian 
directives which are not perceived as either guidance or 


feedback by the subordinate officer). 
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Wommetp climinate this lack of effective communication 
and strengtnen the developmental aspects of the NOAA Corps 
Fitness Report System, the writer specifically recommends 
that the NOAA Corps adopt a flexible policy of either Man- 
agement-by-Objectives or Work Standards, as applicable to a 
E@ocitre job. 

MBO is specifically designed to increase communication 
between individuals throughout an organization by requiring 
that superior and subordinate confer to formulate and agree 
upon specific attainable performance objectives for the sub- 
ordinate at the beginning of a rating period. At the end of 
the rating period, the rater evaluates the subordinate on 
how well he has attained the agreed upon objectives. MBO 
is of particular value to organizations within a dynamic en- 
vironment (rapidly changing technology or rapidly changing 
Opeamizational structure), or for evaluating subordinates 
tn relatively unstructured assignments such as laboratory 
assignments, management positions, and many staff positions. 

Work Standards, which involve superiors dictating ob- 
jectives to subordinates, would be effective in dealing with 
officers in relatively structured assignments or for improv- 
ing the performance of officers who lack sufficient motiva- 
tion or skills to function properly in their present assign- 
ment. In the Work Standards approach the process is similar 
Co Mo0eWLon an initial diseussion between rater and rated; 


but, in this case the superior tells the subordinate what 
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Management approved objectives he should strive for during 
the upcoming appraisal period. At the end of the rating 
period, the subordinate is rated on how well he has attained 
his designated objectives. 

It is to be noted that it is entirely possible to set 
performance objectives with both MBO and Work Standards that 
correlate with the attainment of long-term and/or short- 
term career goals. Even if this is not possible, the con- 
ferences between superior and subordinate should also serve 
as an opportunity for the superior to provide career counsel- 
ling and to discuss the overall professional development 
one subordinate officer. 

The writer adheres to the belief that self-assessment 
used in conjunction with MBO or Work Standards is one of the 
most effective evaluative and developmental methods for 
members of an organization sucn as the NOAA Corps. NOAA 
Corps officers are recruited and offered commissions on the 
basis of already demonstrated academic and/or professional 
excellence. To attain excellence, the demonstrated high 
performer is continually engaged in self-assessment with a 
View toward improvement of strengths and overcoming of 
weaknesses. In addition, no other individual has better 
knowledge of one's accomplishments and career landmarks than 
(@empacea individual himself. As such, why not incorporate 


this already ongoing process into the Fitness Report System? 
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wecmm@eotcaephat the NOAA Corps Service Report (Fig. 12) 
already incorporates a large measure of self-assessment into 
its format. However, this form 1s primarily utilized by the 
Officer Assignment Board and is not utilized to a high degree 
by the Officer Personnel Board. The writer suggests that 
che Service Report be incorporated into the Fitness Report 
System and with minor modifications to reflect MBO and Work 
Standards, as well as self-assessment, become the primary 
develoomental tool of ihe NOAA Corps Fitness Report System. 

The writer is not suggesting that the NOAA Corps dispense 
with the evaluative function of the NOAA Corps Fitness Report 


System and recommends retention, with modifications, of NOAA 


rij 


orm 56-6, Fitness Report For Commissioned Officers, as the 
primary evaluative tool of the NOAA Corps System. 
Administration of this proposed dual system will be dis- 
cussed in the section of this chapter dealing with modifica- 
Puen Of NOM Directives and Instructions. 
07 SHODIFICATION OF FITNESS REPORT FOR COMMISSIONED OFFICERS 
(NOAA FORM 56-6) AND SERVICE REPORT (NOAA FORM 56-25) 
Recommendations for changes to Fitness Report for Con- 


mussloned Officers follow: 


een ton or sections 1 thru 6 in present form. 
2. Deletion of Section 7, Duties, as it is redundant 
mich section 5 of Service Report. 


CAS ecards Section 8, General Instructions: 


a 





SES Dc icoP Section 8, General Instructions 
to Performance Factors 

Dele sta ment, “When possible, evaluate the 
officer in comparison with other NOAA officers of 
similar grade and length of service." As pointed 
out in some questionnaire responses, most NOAA 
commands nave few, if any, officers of similar 
grade and length of Service. Replace above state- 
Ment@with, “Evaluate officer with respect to how 
well he met objectives and performed duties asso- 
Clated with present assignment." 


c) Replace Section 8 performance designators of 


"Excellent," "Very Good," ande, erısraetory,® 
Da ossusMiss Standards," "Meets Job Standards," 
and "Below Job Standards."  Retain "Outstanding" 


and "Poor" as the two possible extreme grades. 
Adoption of these terms is consistent with grading 
an officer relative to performance of duties as 
ped oconparrson with officers of similar 
grade and length of Service. Skipping ahead a 
bit, the above terminology is also consistent with 
grading guidelines that will be proposed in this 
n ossconcesning modification of directives and 
Taszzuetions. AS reported in Chapter IV, the 
remark of the Coast Guard Commandant concerning 


the generally high level of overall competence 
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and performance of Coast Guard officers is also 
applicable to NOAA Corps officers. As such, no 
logical inconsistency occurs if the average NOAA 
Ceou@ewourtecr "Exceeds Job Standards" in many of 
the performance factors of Section 8. 

Replace system requiring marking X in box of 
choice on the graphic rating scale (where the five 
choices equate to 10, 8, 6, 4, 2), with a require- 
Nem te Write ina value of 10 or 9 for each "Out- 
Sandime' mans S or 7 for each "Exceeds Job 
Siedadarcds,' 6G or 5 for each "Meets Job Standards," 
Da for cash "Below Job Standards," and 2 or 1 
ses eadh Poore" 

Eliminate statement "For Office Use Only" and 

a l cece with "Total Score" at the bottom of the 
zusehle scale. Require the rating officer to 
tapudace and record the total score in this block 
and have the rated officer see this score prior 

to sending the Fitness Report to the reviewing 
Mecer Frerhaps the reason for the rating officer 
lame che total score is a throwback to 
the days when individual rater trends and average 
rater scores were maintained at NOAA Corps Head- 
quarters. As such, each Fitness Report was ad- 


justed to reflect a rater's handicap or "Master 
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Hy 


Mark" as it was then termed. This system is no 
longer maintained and it would appear that there 
nO TOnger any justification for not communicating 
a rated officer's total score to him/her during 
the course of an evaluation discussion. 
The NOAA Corps Fitness Report Questionnaire indi- 
cates a desire to weight the relative score of 
Me artos performance factors of Section 8 more 
heavily towards Job Accomplishment and Job Ability 
and less heavily towards Loyalty and Officer Bear- 
ing. As opposed to instituting a complicated 
formula to attain this end, the writer recommends 
the addition of a performance factor termed Job 
Knowledge and the combining of Loyalty and Officer 
Bearing under a general heading termed Service 
Aptitude. It is to be noted that the present 
Boon of Job Ability on Form 56-6 is in fact 
Eat definition of Joo Knowledge.  Thus,fthe 
writer provoses the following definition for 
Job Knowledge: 

Observed extent of professional knowledge, 

rapidity with which knowledge is acquired, 

new concepts are grasped and broad assign- 

ment areas are comprehended. 
Now the problem becomes one of defining Job Ability. 


To paraphrase an element of the October 1, 1975, 


A 
— — áÀ 
— 
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NOAA Corps Bulletin, (see Appendix C), which 
included a major policy statement concerning the 
NOAA Corps Fitness Report System, the writer pro- 
poses the following definition of Job Ability: 
Demonstrated overall performance of present 
assignment considering the level of respon- 
Sibility, the type of duties performed, and 
the magnitude of problems encountered. 
Within the new heading, Service Aptitude, reit- 
erate the definitions of Loyalty and Officer Bear- 
Mae (Gelete “Service Aptitude" as the last element 
of Officer Bearing) and grade the two components 
of Service Aptitude on a five point basis similar 
to the scoring of Writing Skills and Oral Skills 
Umider= se l>=2xpression. 
It was suggested on Questionnaire 28 that Self- 
Expression be "reconstructed." The present defin- 
ition implies use of correct syntax and brevity 
of message to be the objectives of NOAA Corps intra- 
organizational communication. The writer suggests 
that the free flow of ideas and new concepts both 
down and up the chain of command should be the 
primary objective of NOAA Corps communications. 
As such, the writer recommends deletion of the per- 
rormance factor Self-Expression and addition of 


the factor Communication, The following definition 


is proposed: 
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The effectiveness, accuracy, and completeness 
with which the officer expresses facts and 
ideas to subordinates, peers, and superiors. 
The ability of the officer to listen to and 
accept the ideas and concepts of subordinates, 
Peers, and superiors. 
DES S o De noted that the writer did not suggest 
the use of a Behaviorally Anchored Rating Scale 
Or a one concept per item Graphic Rating Scale. 
The changes suggested to Section 8 entail minor 
modification to the form and retain the present 
MORo orna: of the rating scale. As such 
continuity is ensured between the old system and 
the proposed new system. 
new Seczsion 9, Desirability, and add a section on 
Recommended Officer Personnel Board Action. Desir- 
ability, as shown by the response to the NOAA Corps 
Fitness Report Questionnaire, is virtually useless 
as a rating tool because of the many unique rater 
Viewoolnts of a prover distribution to utilize. The 
following block headings are proposed: 
a. Advancement on lineal list 
D. Promotion with peers 
c. Loss of numbers on lineal list 
dae "Separation 
TS tOn on such a rating block will allow the 
Officer Personnel Board (OPB) to know immediately the 
intent of a rater as regards proposed personnel 


action. With the present form, the OPB must attempt 


to glean the true intent of the rater thru the innuendos 


1L dite 





Samuamces Of the written comments. In addition, 


the rater presently has only the options of "sep- 


HEEuNDoDUESSSm" or 'metention in” designed into the forn. 


Clearly, a Recommended Action section is required. 


Recommend deletlon of Sections 10 and 11, Other 


Factors and General Comments. In place of these very 


general narrative areas, the writer recommends in- 


elusion of areas for comment directed at specific 


areas such as: 


a) How well has this officer met his objectives for 


b) 


E) 


d) 


kt 
ho d 


this rating period? 

Comment upon the strong points of this officer 
which enhance his effectiveness. Give specific 
examples. 

Comment upon any weak points of this officer which . 
have hindered his effectiveness. Give specific 
Samples... If none are noted, so indicate. 

A uate his officer's skill with respect to 
Seamanship, airmanship, and/or diving ability as 
applicable. If not observed, so indicate. 
Comment upon the magnitude of this officer's 
input to your command's operations. 

Justify all Section 8 marks of "Outstanding," 
“Selow Joo Standards,” or "Poor" by providing 


Specific examples. 
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g) Have this officer's actions adhered to the tenets 
of EEO and Affirmative Action? 

YES NO NA. PF nos explain. 

h) Comment upon any other significant activities of 
this officer such as Public Affairs Work, inter- 
governmental relations, efforts at self-improve- 
peut. etc. If nonconcurrence with self-assess- 
ment of Form 56-25, comment on specific items. 

It is to be noted that the majority of Comment areas 


suggested above are already within the domain of 


Other Factors and General Comments. By requiring 


comments on each specific area helps to insure that 
each officer is being rated from a common base. Under 
the present system, a rating officer may not consider 
Ape cian (from an organizational standpoint) 
Sauce sio 42 rated officer's behavior. In the writer's 
experience, many times raters tend to blend the two 
areas together or even paraphrase the information 
contained in Other Factors while writing General 
Comments. 

Ber Section 12, In modification of Directives 

and Instructions the writer recommends inclusion 

of a Reviewing Officer in lieu of a Reporting Officer. 
A Reviewing Officer signature is proof that a par- 


ticular Fitness Report has been sent through channels. 
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Retain Section 13. 

Delete Section 14. This is redundant with Service 
Report. 

Mide Section 15, include the comment "An evaluative 
G@tem@uceton has been held" (Yes, No). If No, explain. 
Sense the term “Reporting Officer" to "Reviewing 


Offices. " 


To reiterate the major points contained above, the major 


changes suggested for NOAA Form 56-6 are: 


a) 


5) 


Paıgeesche Criteria for rating from rating in relation 
to comparison with peers to rating in relation to 
performance of job standards. 


Make the graphic scale more job related by redefining 
Job Ability, inclusion of Job Knowledge, and down 
grading Loyalty and Officer Bearing to components of 
a -arice Aptitude Factor. 

Require rater to total and record total score on form. 


Delete Desirability and add a section on Recommended 


ÜUrrwcer Personnel Board Action. 


Delete Other Factors and General Comments. Add require- 
mou Or eal enS on specific behavioral aspects of 
oOxrdgcer. 


Delete Reporting Officer. Add Reviewing Officer. 


pomem@eeewened 1n this report, Fitness Report for Com- 


missioned Officers is to be used primarily as the NOAA Corps 


evaluative tool (past performance oriented). Service Report, 


already a NOAA Coros developmental tool, will play an expanded 


rato 


role whicn will involve both use by the Officer Personnel Board 


and greatly enhanced interaction between the rated officer and 
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his immediate Superior in the development of performance 
@pyeeweses, career goals, and potential career paths for 
me ra ced officer: 

Redesign of Form 56-25 will require reorganizing the form 
such that elements of self-assessment and performance ob- 
jectives are located on the front page while elements of 
career development and career counselling are located on the 
back page. The front side will be used primarily by the 
Officer Personnel Board while the back side will be used 
pup vy by the Officer Assignment Board. 

Specific recommendations for change to Form 56-25 (see 
Bre. 12) follow. 

Dyin title block, delete word "year" and insert word 

"period." Delete December 31. Elements on the 
front page should be completed concurrently with 
any submission of NOAA Form 56-6. 

DNE zecertions 1-2 in present format. 

3) Add a section on Objectives. Proposed wording follows: 
"List at least three and no more than five 
attainable performance objectives for your next 
rating period. These cbjectives were arrived at 
(wath, by) my superior." 

L) After Objectives will be Assignments and Duties. 
Following "...special assignments" in the instruc- 
tions following Assignments and Duties, insert 
"Include time spent in major collateral duties and 


Eme Spent in training." 
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NOAA FORM $6225 U.S. DEPARTMENT OF COMMERCE 
(7-73) NATIONAL OCEANIC AND ATMOSPHERIC 
ADMINISTRATION 





1, NAME - LAST, FIRST, MIDDL E INITAL 








SERVICE REPORT 









4, TOTAL LENGTH OF YEARS MON THS 


FOR YEAR ENDING DECEMBER 31, 19_____ SERVICE: 





S, ASSIGNMENTS AND QUTY (Describe in detelí sach assianment and dutv you have had THIS REPORTING PERIOD. Include any 
elgnificant TDY or special aasignmenta, Also, il assigned to a ship, eatimate the emount oí tima actually involved in operatione 
es oppoeea to iayup, dry docking, etc.) 





6, DUTY (Cumulative) 


A. SHIP Meseno oos | omer | OTa | 
| vas. | wos. [ vas. | wos. | vas. | wos. | vas. | wos. | HIGHEST DUTY PERFORMED 





GULF OF 
MEXICO 
C. FIXED SHOPE i did. m | 
This amount should agree with Total Lenath of 
TOTAL Service in [tem 4 above. 


MOAA FORM $6228 


Figure 12 
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7. NEXT ASSIGNMENT PREFERENCES: ‘Requeet et feest TWO DIFFERENT TYPES o/ aesignments, i.e., Reeserch Lab., 
Claee { Ship and Hydrographic Fleid Perty; or Claes I Ship, Clese II Ship end Flight Training, If poseibie, give reeeone lor 
your choice such ee jong range career objectives.) 


m 


(2) 


(31 


OTHER INFORMATION SR REQUESTS 


DO YOU WISH GRADUATE OR SPECIALIZED TRAINING? (If so, explein in dereii, At what point in your cereer would 
thfe be desirwadie?>) 


9. ACCOMPLISHMENTS DURING OR OUTSIDE REGULAR PROFESSIONAL DUTIES (Training, education, ewerds, licenees, 
speciel duty, pepers, etc.) 


10, CONSTRUCTIVE SUGGESTIONS FOR TRE JETTERMENT OF NOAA ANO THE CORPS ANO FOR ADDITIONAL 
COMMENTS ON ANY OF ABOVE SECTIONS, 





11, SIGNATURE 

fra remo OO 
DATE SUPERVISOR'S SIGNATURE 

ELM | V S 


NOAA FOARM 35-25 





TUS. Gowernmment Prinung Office: 1975 — 665661/1102. Region No. 6 


Figure 12 
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5) 


6) 


e) 


2) 
10) 


11) 


12) 


After Assignments and Duties, put Accomplishments 
During or Outside Regular Professional Duties 
(Baesently Section 9). Change instructions of this 
section to "Magnitude of input to command's opera- 
Caas, training, education,..." 

Se oao front page put "Supervisor (concurs, 
does not concur) with officer self-assessment. If 
nonconcurrence, explain specific differences in 
Comments section of Form 56-6." 

At the top of the back page place statement, "Com- 
pletion of these blocks required only for June 30 
and December 31 submission of reports." 

Following the above statement, place Duty (Cumula- 
E 

Below Duty, place Next Assignment Preferences. 


At this point, insert Proposed Career Path below 





Next Assignment Preferences. Instructions for this 
new heading follow. 

"Using your first assignment preference above 

as the initial step, indicate your preferred 

career path for your next three assignments." 
3elow Proposed Career Path, place the statement, 
"Supervisor (concurs, does not concur) with proposed 
pucr path. Ti nonconcurrence, explain." 


Below the above statement, place "Do you wish gradu- 


ate or specialized training." 


«4 ^y m 





13) Below the block requesting graduate or specialized 
training, place supervisor recommendation of same 
similar to Block 1^ of Form 56-6. "Supervisor rec- 
ommends full-time graduate training at this time. 
Wieso, Wo Opinion)." 

14) Retain Constructive Suggestions... as last block of 
Form 56-25. 

The changes recommended for Form 56-25 are related to 
the redesign of ihe form for easier use and the inclusion 
of specific items designed to generate greater interaction 
between subordinates and superiors in the realm of perform- 
ance, short-term career objectives, and long-term career 


plans. The major points recommended are: 


a) “Seca0lishment of a section for agreed upon or 
assigned performance objectives. 

b) Use of a measure of self-assessment which is to 
be utilized as part of the Fitness Report System. 

c) Concurrence or non-concurrence with self-assess- 
ment by supervisor (ensures veracity of self-assess- 
ment). 

d) Redesign o? form to reflect self-assessment and per- 
formance objectives on front page, while career de- 
velopment and counselling aspects are on the back 
Bare. 

e) Inclusion of a Proposed Career Path section which is 


designed to generate thought and discussion between 
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superior and subordinate as regards a logical career 
Breaszession for the individual officer. This section 
could also help the Officer Assignment Board make 
better match-ups between individual and service needs 


if the individual's desired career path is known. 


D. MODIFICATION OF NOAA DIRECTIVES AND INSTRUCTIONS 

NOAA Directives and Instructions concerned with the NOAA 
Corps Fitness Report System, assignment, promotion, and sep- 
ration are round in Chapter 56, NOAA Corps Regulations, and 
on NOAA Forms 56-6 and 56-25. Specific regulations affecting 
or touching upon the above items are: 


NDM 56-6 - Commissioned Officers-Fitness Reports for 
Commissioned Officers 1/14/72. 


NDM 56-40- Commissioned Officers - General 8/13/71. 


NDM 56-44- Commissioned Officers - Authority and Prece- 
Ince 7/27/76. 


NDM 56-45- Commissioned Officers - Assignments 8/8/77. 
NDM 56-46- Commissioned Officers - Promotion 12/30/77. 


NDM 56-47- Commissioned Officers - Nondisability Re- 
tirement 10/21/75. 


NDM 56-59 Commissioned Officers - Involuntary Nondis- 
ability Discharge 7/28/76. 


As Mentioned in Chapter V , the tear sheet attached to NOAA 
Form 56-0 nas several instructions printed on the tear sheet 
(see Appendix B for affected regulations). 

t is not the intent of the writer to rewrite the above 


regulations and instructions. The recommendations to follow 
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are presented as philosophical guidelines for the appropri- 


ate NOAA legal office to follow if the revision of any reg- 


ulation presently in effect is deemed desirable. 


Changes to Instructions for Form 56-6 tear sheet follow. 


Only major items will be addressed (see Appendix D). 


1, Remeite contents of Item 8 to reflect 


a) 


5) 


Ep uesvsdwes of 10 or 9 for "Outstanding," 8 or 
DEuENECEesdsMobESItandards," Ó or 5 for "Meets 
IS nmdseds.' + or 3 for "Below Job Standards" 
a2 or] ıor "Poor." 

Delete the required distribution of grades for 
Bum NONMA Officers (it is to be noted that this 
Stour boution Of all officers is inconsistent with 
the requirement on the form to rate an officer in 


comparison to others of equal grade and length of 


Service). 


c) Addition of a section giving total score guide- 


lines such as "It is recognized that the average 
NOAA Corps officer will exceed the requirements of 
ASNO] many Of the periormance factors. As 
sucn, the following total score guidelines are to 
be followed: 
es and above Indicates an officer who has po- 
tential for accelerated promotion; 68-82 indi- 
cates an officer who is ready for promotion 
with peers; 60-68 indicates an officer who, 


although functioning adequately in present 
assignment, requires additional work to 
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develop himself for promotion and addition- 
al responsibility; 59 and below is indica- 
tive of an officer who is "just getting by" 
Or possesses professional or personal de- 
Drcseneres that could lead to separation." 


Under Section 15(b), delete term "Reporting Officer" 
and add "Reviewing Officer." The duties of a re- 
viewing officer will follow in the discussion of 
NDM 56-6. 
Under Retention of Copies, add the statement 
"A copy of the completed fitness report will 
be provided to the rated officer for his reten- 


tion at least one day prior to the evaluation 
E scUSSIOnm." 


t is to be recognized that if modifications to the 


form are followed as previously recommended, Items 1 thru 


Ell have to be modified in toto to reflect the new 


format. 


Recommended changes to NOAA Corps Regulations will be 


discussed by appropriate Directive Number. 


1. 


NDM 56-6 Fitness Reports for Commissioned Officers 


HEN sse "IC. Purpose," to include *...preparation 
and submission of Fitness Reports for Com- 
missioned Officers, NOAA Form 56-6, and 
Service Report, NOAA Form 56-25." 


b) Revise 2d to reflect the uses of the appraisal 
system. Recommended format follows: 


"As the primary purposes of the NOAA Corps 
appraisal system are to provide performance 

e aee Counce. ling to individual officers, 
stimulate communication between superiors 

and subordinates, and provide a comprehensive 
evaluation of past performance as the basis 

for selecting officers for assignment, promotion 
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and Separation, it is mandatory that the 
utmost care be exercised in completing both 
NOAA Form 56-6 and NOAA Form 56-25. When a 
complesse..." 


Burn deze Tol lowing introduction to "3. 
Procedures." 


"The NOAA Corps adheres to the principles of 
Management-by-Objectives (MBO) and utilizes 

a dual purpose appraisal system to aid in 

the implementation of the MBO system. This 
dual purpose appraisal system is designed 

to attend to the developmental needs of the 
individual officer and to attend to the 
evaluative needs of the individual officer 
and the NOAA Corps as a whole. The primary 
developmental tool of the NOÀA Corps appraisal 
system is Service Report, NOAA Form 56-25. 
The primary evaluative tool of the NOAA Corps 
is Fitness Report for Commissioned Officers, 
NOAA Form 56-6. Administration of the NOAA 
Corps System Follows. 


1. Within two weeks following the beginning 
of an appraisal period, the supervisor 
and subordinate officer are to confer 
concerning the establishment of attain- 
able performance objectives for the new 
appraisal period. These objectives will 
be arrived at by mutual agreement be- 
tween the supervisor and subordinate 
in the case of officers in relatively un- 
structured assignments. In the case of 
officers in structured assignments, the 
Supervisor will inform the subordinate 
of what objectives are to be attained 
during the next reporting period (Work 
Standards). In all cases, officers who 
are performing marginally in relation to 
job standards will be assigned ob- 
jectives by the supervisor. 


These objectives are to be written on 
Form 56-25 and used for reference midway 
through the rating period and at the end 
of the appraisal period. 
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2. Midway through the appraisal period, 
EpparwEscrandassubordinate are to con- 
fer on the status of attainment of ob- 
jectives and the overall performance 
of the subordinate. The next assign- 
ment preference and proposed career 
path of the subordinate will also be 
discussed at this conference. 


"3. One month prior to the end of an ap- 
pusscipopxodo rated officer will pro- 
vide rating officer with completed 
Service Report, Form 56-25. Page one 
will be completed for all rating periods. 
Page two will be completed for all 
June 30 and December 31 submissions of 
NOAA Form 56-25. 


4. Based on personal observation of rated 
officer and reference to "Accomplish- 
ments" as enumerated on Form 56-25, the 
rating officer will complete Form 56-6 
and provide the rated officer with a 
copy of this completed form at least 
one day prior to a discussion of Forms 56-6 
and 56-25. Where at all practicable, 
nes rabtine or=1cerz will consult with 
other top members of a command in 
emis uwESrtIDS] evaluation on 


Form 56-6. 


5. A conference will be held between the 
rated officer and his/her supervisor 
prior to forwarding Forms 56-6 and 56-25 
on to the Reviewing Officer. This con- 
ference will focus on the performance 
of the officer during the just completed 
appraisal period and will also serve 
as a vehicle for discussing the subor- 
dinate's next assignment preferences 
and proposed career path as found on 
Form 56-25. 


d)* Med#fy 3a to reflect the institution of a re- 
Viewing officer within the appraisal system. 
Recommended format follows. 

"...it will then be referred to a reviewing 


DcSPEEWNho ın most cases will be the next 
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supervisory level above the rating officer. 

In cases involving more or less independent 
les. yy shall be the responsibility 

of NCI to designate a reviewing officer for 
thaw daetivity. The responsibility of the 
reviewing officer is to assure that total 
score guidelines are being adhered to by 
rating officers under his/her jurisdiction 
andetchat "Outstanding," "Below Job Standards," 
and "Poor" marks are adequately documented. 

As in most cases the revlewing officer will 
also be evaluating the rating officers re- 
porting to him/her, the reviewing officer 
will use each rating officer's reports as-a 
Measure of that officer's judgment, communi- 
camion skills, Leadership, and human relations. 


Smeets y 36 to reflect that a copy of an officer's 


tt 


Fitness Report (Form 56-6) should be given to 
him/her for retention in his/her own records 

at least one day prior to the end-of-appraisal- 
period discussion. 

Sections 3c and 3d are concerned with the re- 
buttal process. As written, they adequately 
define the rebuttal process. However, it is 
apparent from responses to the Fitness Report 
Questionnaire that a rebuttal is perceived in 
one of two ways: a) having no effect with the 
Mercer Personnel Board; or b) further incrim- 
inating to the officer writing the rebuttal. If 
vroperly used, the recommended use of self-assess- 
ment on Form 56-25, could help alleviate this 
problem. If the use of Form 56-25 as envisioned 


by the writer is not adopted, (which would allow 
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g) 


the rated officer to present his viewpoint as 
standard procedure) it is recommended that NOAA 
Corps Headquarters study the rebuttal problem 
further and issue a major policy statement in the 


near future expanding on the 1 October 1974 NOAA 


Corps Bulletin article concerning grievance and 


rebuttal procedures (Appendix O: 

As subordinate rating of superiors received 
Slightly more than 50 percent agreement or strong 
agreement on the NOAA Corps Fitness Report Ques- 
tionnaire, it is recommended that a statement to 
the following effect be included in NDM 56-6. 


"Although not mandatory, it is recommended that 
NOAA Corps commanding officers actively seek 
the opinion of their subordinates as regards 
their leadership style, communication skills, 
and efforts to develop subordinate profes- 
sional potential. Because of the hierarchical 
cwciure of the NOAA Corps, it is probable 
that valid information will be forthcoming only 
if each commanding officer requests this in- 
formation on an anonymous basis from his sub- 
ordinates. It is hoped that such a voluntary 
program will enhance the overall effectiveness 
Of “each commanding officer." 


NDM 56-44, As regards Section 1g(1). Modify present 


ON cer Personnel Board policy as follows. 


Review all Fitness Reports and Service Reports 


(NOAA Forms 56-6 and 56-25) ona yearly basis. This 


annual review will employ management-by-exception 


and flag only poor performers for action by the 


"UN cor Personnel Board. 


To accomplish this requires 
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merely an inspection of the Recommended Action by 
Maceo Personnel Board block and an inspection of 
whe boud! score. If no recommendations for either 
Separation or drops in lineal number are recorded, 
amet all point scores are over 60, the OFB is 
finished for that year. 

Every two years inspect all Fitness Reports and 
Service Reports of 0-2's and O-1's in depth.  Ad- 
just lineal list and separate poor performers in 
these grades on a two year basis. 

Every four years the OPB should study the Fit- 
ness Reports and Service Reports of all officers 
(every second bi-annual review of 0-2's and O-1's 
pSNEe held concurrently with the four year review 
Ss and above). At this review the OPB will 
look only at records of the past four years.  In- 
formation over four years old (both complimentary 
dad detcimental to the rated officer) is of little 
value in determining an officer's present potential 
for advanced lineal standing or, conversely, for 
adverse action. 

The above proposed OPB review schedule has nu- 
merous advantages if used in conjunction with the 
recommended changes to forms and procedures. These 
include: 1) increased validity of Officer Personnel 


Bel edeers ons cas decisions will be based on at 
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4) 


least four appraisals by in most cases two or more 
appraisers; 2) a reduction of time spent by OPB 
in adjusting lineal list and separating non- 
performers; 3) recent sustained high or low perforn- 
ance will be the basis for personnel action; and 
4) by starting review cycle over every four years 
Will provide incentive for improvement to low or 
medium performers as the beginning of each four year 
cycle essentially wipes the slate clean. In addition, 
by establishing both point guidelines for raters to 
follow and a block for Recommended Officer Personnel 
Bs coron, the identification of rating officers 
who have abused the system (numerous recommendations 
given for advanced lineal standing or numerous point 
scores over 82 given during a four year period) 
should be relatively easy. 
NDM 56-45. As regards 4d(3) add the statement 
DOOREN "...ATTN: NOI." 
Tt is of the utmost importance that the super- 
visor review and discuss both the assignment 
preferences and proposed career path with the 
Submitting officer.” 
NDM 56-47. The NOAA Corps Fitness Report Question- 
naire indicated an 83% agreement or strong agreement 
with the concept of Separating poor or marginal per- 
formers in the grades of O-4 and 0-5 with severance 


pay. Present regulations dictate under 56-47-3b 
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and je that an officer fitting the above description 
be involuntarily retired. Because of accelerated 
promotion in the NOAA Corps as opposed to other 
Services, the writer recommends that the NOAA Corps 
adopt a system whereby O-4's and 0-5's falling into 
the category of officers presently involuntarily 
BeMPed under 56-27-3c, in the "Best Interest of the 
Service," with the exception of those being released 
oy reason of program contraction or NOAA Corps numbers 
limitations, be separated with severance pay. This 
is not to be regarded as an erosion of benefits, but 
instead a measure to protect both the interests of 
the United States Government and assure that the 
NOAA Corps maintain its vitality as a professional 
organization. 

Changing present policy will not affect the vast 
majority of NOAA Corps officers who are imbued with 
high professional standards. However, it will put 
additional teeth into the Fitness Report System and 
make it less palatable for the shirkers and sluggards 
ema tively pursue their natural inclinations. 
NDM-56-59. To be consistent with the recommendation 
above, include the grades of lieutenant commander and 
commander among those grades under 1c(1) and (2), which 


can be Separated with severance pay. 
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and 


As regards lump-sum payment of Severance pay 
under 56-59-4, the writer recommends establishing 
a payment ceiling of $15,000 in lieu of "not to ex- 
ceed a total of two years' basic pay." This would 


bring us into line with the other services. 


The major recommendations for change to NOAA Directives 


imcwm@etemlons as listed above include: 


1) Phe adoption of MBO as NOAA Corps policy. 


2) 


4) 


Un 


6) 


Dispensing with the performance distribution in- 
cluded in Instructions of Form 56-6, and adopt 
total score guidelines. 

Establishment of a timetable for administration 

or the proposed system. 

Designation of reviewing officers to maintain the 
integrity or the system. 

Establishment of four year OPB review cycles for 
0-3 and above and two year review cycles for 0-2 
and O-1. 

Requiring an expansion of the role played by the 
supervisor in the formulation of career goals and 
pu sssror subordinate officers. 

Putting more teeth into the present Fitness Report 
System by adopting a policy of separation with sev- 
erance pay (in lieu of involuntary retirement) for 


poor performers in the grades of 0-4 and 0-5. 
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E. SUMMARY 

The preceding recommendations for improvement of the NOAA 
Corps Fitness Report System have been formulated after care- 
mal consideration of industry appraisal practice, present 
uniformed services appraisal practice, and the collective 
response to the NOAA Corps Fitness Report System Questionnaire. 
The recommendations are designed to enable the NOAA Corps 
Command to implement better present personnel policy. These 
recommendations are primarily concerned with improvement of 
communication between supervisor and subordinate and the im- 
provement of internal controls of the NOAA Corps Fitness Re- 
port System to assure that it remains a viable legally de- 
fensible appraisal system. 

Communication between subordinate and superior could be 
enhanced if the NOAA Corps adopts Management-by-Objectives 
and/or Work Standards as applicable in a given situation. The 
use of selr-assessment, as outlined in this thesis, could im- 
prove both superior - subordinate communication and allow a 
subordinate to communicate his/her view of his/her accom- 
pirshments to the Officer Personnel Board. This last feature 
could be both an overall morale improver and a means of elim- 
inating the need for a rebuttal system in all but extreme 
pases. The pequirement for three performance and/or career 
counselling discussions during an appraisal period will as- 
sure that a subordinate receives adequate feedback during an 


appraisal period and nct be the recipient of any unpleasant 
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surprises at the end of the appraisal period. 


NOAA 


EFE WH Ne 


A 


Controls suggested to assure that the integrity of the 


Corps Fitness Report System is maintained include: 


Total score guidelines 

A requirement to recommend specific action by the 
Ducem Bersonnel Board. 

Written justification of all extreme marks recorded 
on the Graphic Rating Scale. 

As opposed to present "Shotgun" approach to written 
comments, a requirement to comment on specific be- 
havioral aspects of subordinate. 

Superior agreement or disagreement with subordinate 
Self-aporaisal to be noted. 

A reviewing officer whose duties include monitoring 
of rater adherence to total score guidelines and assur- 
Esc rater maintains impartial attitude. 
Revision of timetable for indepth Officer Personnel 
Board review of appraisal records. 

A strengthened separation policy for nonperforming 
0-4's and 0-5's. 


Recommendations for changes to affected forms and reg- 


ulations are designed to help implement the communication 


Ec control measures described above. 


Iz the system described in this thesis is adopted, it 


mell require the Tull support of the NOAA Corps Command to 


implement properly. With careful monitoring of the system 


by reviewing officers and constructive feedback as regards 


the operation of the system from the NOAA Corps Command, 


such an appraisal system could lead to a better prepared, 


better informed, and more professional NOAA Corps. 
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DERENDTX A aa 1011.12E ClI-3 


lo Feb 1979 


(2) The soundness ind effectiveness ot his/her work methods. Consider only significant 
fa«tor» related to hoe he/she acconplishes his/her job. Examples: planning, organizing, Jele- 
gating, decision msátrig, esorking with others, ete. 


(3) Siynificant personal qualities which have 23 bearing on his/her professional performance, 


(4) Effectiveness in expressing himself/herself clearly, forcefully, and convincingly, 
both orully snd in writing. 


(3) Ability to pertorm effectively ın a higher level position. Consider past professional 
pertormunce, demonstrated executive and general management skills, knowledge o€ his/her profession 
and the environmental factors atfecting pertormunce in a higher level position, and his/her under- 
standing of the role o£ the Navy. 


(6) Capacity to continue professional development and to continue growing in his/her 
ability Co assume increasingly responsible, Jitticult and important assignments. [s he/she con- 
Cinuing co expand his/her protessional abilities, or is he/she showiny signs of leveling off? 


(7) Any subspecialties in which he/she is qualified.  [ndicate deyree of confidence 
regarding opinions expressed by the otficer in the area of his/her subspecialty. 


i. Comments should be made upon economy displayed by the effective use o£ manpower and 
material. The Secretary öl the Savy has directed that reporting seniors comment Cavorably or 
adversely, when appropriate, regarding Che ettorts of the subordinates in reducing paperwork. 


J. The retention, reenlistment and, for inactive Reserve Officers, recruitment of quality 
personnel are vital factors in the continued nigh level ot performance of our Navy and, accordingly, 
should de a mutter of major concern to euch and every otficer. Reporting seniors should comment, 
when applicable, regarding an atticer's etforts and effectiveness in this most important area. 

a 


k. when applicable, specitic comment should 5e made on the officer's uttention to, and use 
of, good material aaintenance procedures and engineering practices. 


1. Provide as complete and comprehensive an evaluation as teasible for Naval Reserve otficers 
performing active duty ?*ur training. Active duty for training represents the only real opportunity 
tor the reserve otticer to be observed and evaluated as an integral part of the regular component 
when specitic tàsks are assigned, an adequate evaluation cun be made. When no specific tusk> are 
assigned, for instance ut Seminars, conferences, or schools. cumments should be mude regarding such 
factors as military bearing und courtesy, degree ot participation, and interest displayed. 

Singular comments such us "'periol too short to permit evualuatıon", “nut observed", or "no duty 
performed student” must be avoided. 


2. Officers possessing graduate education «ho shure their knowledge are performing 3 valuable 
service to the Navy. Those officers who ure successtul in multiplying the benefits otf their educu- 
tion in this manner should be recognized by appropriate entries in their fitness reports. 


n. Comments must be nade on officers «ho do not meet the prescribed weight standards. 
Ocficers who fail to comply with Navy weight standards are not tullfilling their roles is Naval (R 
leaders. Excess Dudy »eight iS u serious detriment to health, lungevity, stumina. and military 
appearance. Overweight conditions offen place construtnts on an otticer's assignability, 
Reporting Seniors must accurately report these adverse pirysical conditions on their otticers, 
Accordingly, officers who are yn excess uf «eight standards will be graded UNSATISFACTORY in 
"Military Bearing’ 1£ they are not achieving sultstuctory progress toward meeting established 
standards. Because un overweight. condition can have a wide range negative effect in such 
3 key area as leadership, us «ell as the previously mentioned areas, Reporting Seniors should 
also cunsider luwering the grade assigned Cu "Mission Contribution Evaluation." Comments in 
the narrative section, tor otticers who are in excess of werpht stundards, will include the 
otfivers height und weengne, how the condition adversely atfects his pertormance, actions Caken 
by the command, und the individial’s progress Coward attuininy prescribed goals. Officers who 
have been certified by medical authorities as being acceptable due to unusual body structure 
and/ur musculature, are exempt trom Chis requirement. 


o. Comments regarding contributions to public and cummunıty relations should be included 
where applicable. While un officer's stature in the caval community is often recognition ut his/ 
her leadership ability, comments in this regard should be restricted tu those contributions which 
tend to increase his/her worth and potential 3s a naval officer or generally reflect credit upon 
the Navy. 
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5. When the next senior up the chain of command completes a report in lieu of the nominal 
reporting senior, the notation “NSIC” will be made after last name and initials, if space permits. 
Otherwise omit initials and enter after last name in block 223, to indicate "next senior in command" 
in accordance with sections 1-7 or 1-8 of this instruction. 


5-7 Section 28. Refer to the instructions for this section as outlined in the Appraisal Worksheet. 
when ee information to the OCR copy, abbreviation of primary duty is required. See 
enclosure (2). 


5-8 Sections 29, 30, 31, 32, 33 and 34. Utilizing the Appraisal Worksheet, evaluate the individual 
officer's performance in Dlocks 29 through 34, (The sub-items for blocks 29 through 34 are 
designed to assist the reporting senior in arriving at a valid, overall grade for each specific 
aspect of performance.) Review the transcription code tadles provided and record the assigned 
alphabetical grade in tne "OCR CODE LETTER" block provided on the Appraisal worksheet. Other 
guidance is contained for "Specific Aspects of Performance" on the Appraisal Worksheet. 


$-9 Section 35. Utilizing tne Appraisal Worksheet, evaluate the individual officer's performance. 
Many officers, by virtue of billet assignment or command camposítion, are not afforded an oppor- 
tunity to demonstrate active supoort of the Navy's Equal Opportunity Program. Officers who are so 
Constrained snould not be assigned an arbitrary grade oased on their projected performance In 

this area, nor one tnat cerives from the fact that no action in the area of equal opportunity 
performance has been ooserved. „hen there has existed little or no opportunity to observe or 
measure an officer's performance or effectiveness in eoual opportunity pursuit and simultaneously 
no requirement for a dedicated effort in tnis area is apparent as a result of billet assignment, 
it is expected that the officer's soual opportunity performance mark will be an "N" for not 
observed. Conversely, „nere an orficer has been assigneo responsibility for a subordinate popu- 
lation which includes individuals of a oifferent sex, racial or ethnic origin, an evaluation of 
the officer's equal opportunity performance must de recorded and supported by comment, in ac- 
Cordance with section i-11, paragrapn (b). Commanding officers, executive officers, department 
heads, division officers, orancn neads, and formal classroom instructors are examples of those 
billets «nich will normally require an equal ooportunity ooservation other than "not observed." 

[n determining the mark, the pursutt of measures to detect and overcome discrimination in all 

its forms, and initiatives taken to increase their own and their subordinates' racíal awareness, 
must be considered. 


5-10 Sections 36 and 37. Utilizing the transcription code table above sectio. 29 of the Appraisal 
Worksheet, record the assigned alphacetical grade in the "OCR CODE LETTER" block provided on the 
Appraisal worksheet. 


5-11 Sections 38, 39 and 40. Instructions for canoletion of these sections are contained in the 


mor 


Warfare Specialty :x1115" section of the Appraisal worksheet. 


a. The mark in Seamanship, section 38, should reflect the degree of attainment of proficiency 
in all aspects of snip-nandling ano seamansnip. 


b. The mark in Airmanship relates to the officer's overall ability as an airman in the actual 
control of an aircraft or as an air crew memoer and nis/her leadersnip and judgnent in tne tactical/ 
operational employment of aircraft and weapon systems. [n determing the mark for aviation officers, 
consider and comment (in section 38) on the following factors: 


(1) Personal flying skill and motivation with emohasis on day and nignt/inclement weather 
(carrier, patrol, miscellaneous) operations and weapons employment, as applicable. 


(2) Ability as a flight leader/plane commander men having served as such. 
(3) Xnowledge of aircraft and the operational employment. 
(4) Overall aeronautical knowledge. , 

c. A mark in 4atch Standing snould be assigned only 1f the officer is detailed to and actually 
performs specific duties or watches outside nis/her normally assigned duties, 1.e., as 000, JOOD, 
BUMED Duty Officer, etc. See section 4-11b. of this instruction for canments required wnen qualified 
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d. When the next senior up the chain of command completes a report in lieu of the nominal 
reporting senior, the notation “NSIC” will be made after last name and initials, if space permits. 
Otherwise omit initials and enter after last mame in block 23, to indicate "next senior in command" 
im accordance with sections l-7 or 1-8 of this instruction. 


5-7 Section 23. Refer to the instructions for this section as outlined in the Appraisal Worksheet. 
when transcribing information to the OCR copy, abbreviation of primary duty is required. See 
enclosure (2). 


5-8 Sections 29, 30, 31, 32, 33 and 34. Utilizing the Appraisal] Worksheet, evaluate the individual 
officer's performance in blocxs 29 through 34. (The sub-items for blocks 29 through 34 are 
designed to assist the reporting senior in arriving at a valid, overall grade for each specific 
aspect of performance.) Review the transcription code tables provided and record the assigned 
alphabetical grade in tne “OCR CODE LETTER” block provided on the Appraisal Worksheet. Other 
guidance íis contained for “Specific Aspects of Performance” on the Appraisal Worksheet. 


5-9 Section 35. Utilizing the Appraisal Worksheet, evaluate the individual officer's performance. 
Many officers, by virtue of dillet assignment or command composition, are not afforded an oppor- 
tunity to demonstrate active support of the Navy's Equal Ooportunity Program. Officers who are so 
constrained should not 5e assigned an aroítrary grade based On their projected performance in 

this area, nor one that derives frcm the fact that no action in the area of equal opportunity 
performance Nas Seen observed. »hen there nas existed little or no opportunity to observe or 
measure an officer's performance or effectiveness in equal opportunity pursuit and simultaneously 
no requirement for a dedicated effort in tnis area is apparent as a result of billet assignment, 
it is expected that the officer's equal Opportunity performance mark will be an "N" for not 
observed. Conversely, wnere an officer nas been assigned responsibility for a subordinate popu- 
lation whicn includes individuals of a different sex, racial or ethnic origin, an evaluation of 
the officer's equal ocportunity performance must be recorded and supported by comment, in ac- 
cordance with section 4-11, oaragrapn (5). Commanding officers, executive officers, department 
heads, division officers, brancn heads, and formal classroom instructors are examples of those 
billets which will normally require an equal opportunity observation other than "not observed." 

[n determining the mark, the cursuit of measures to detect and overcome discrimination in all 

its forms, and initiatives taxen to increase their own and their subordinates’ racial awareness, 
must be considered. 


5-10 Sections 26 and 37. Utilizing the transcription code table above section 29 of the Appraisal 
worksheet, record tne assigned alphabetical grade in tne "CCR CODE LETTER" block provided on the 
Appraisal Worksheet. 


$-11 Sections 38, 39 and 30. Instructions for completion of tnese sections are contained in the 
“warfare speciaity sxilis” section of the Appraisal worksheet. 


a. The mark in Seamanship, section 38, should reflect the degree of attainment of proficiency 
in all asgects of snip-nandling and seamansnip. 


b. The mark in Airmansnio relates to the officer's overall ability as an airman itn the actual 
control of an aircraft or as an aír crew memoer ana nis/her leadersnip and judgnent in the tactical/ 
operational emoloyment of aircraft and weapon systems. In determing the mark for aviation officers, 
consider and comment (in section 38) on the following factors: 


(1) Personal flying skill and motivation with emphasis cn day and night/inclement weather 
(carrier, patrol, miscellaneous) operations and weapons employment, as apolícable. 


(2) Ability as a flignt leader/plane commander when having served as such. 
(3) Knowledge of aircraft and the operational employment. 
(4) Overall aeronautical knowledge. ; 

Cc. A mark in Watch Standing should se assigned only if the officer is detailed to and actually 
performs specific duties or watches outside his/her normally assigned duties, i.e., as 000, J000, 
8UMED Duty Officer, etc. See section 4-11b. of this instruction for camments required wnen qualified 
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Section ó 


Report Development Guidance for Che Reporting Senior 


6-1 General Discussion. Frequently reporting seniors, particulurly officers in charge of small 
units or cunmunding officers Of small ships, must Jraw upon what they have seen reflected in 
their own fitness reports or, in the more fortunate cuses, Chuse rough worksheets Chey have 
assisted in the preparation of as the basis for their background in fitness report development. 
This background, even when supplemented by thorough study of the fitness report instruction and 
the use ot tolklore solicited from more experienced seniors, may result in less than adequate 
performance evaluations. In recognition of this shortcoming in guidance previously provided 
for the development of these most important documents, this section has been included. j 


6-2 Preliminary Prenarution. Considering the preparation of fitness reports, a logical first 
question is: “when should I beyin?" All too often, as evidenced by reports of lengthy periods 
speaking only to incidents ot the recent past, the answer is "On the report-due date or shortly 
thereafter." The proper answer to this question is: "As soon as you report for duty as reporting 
senior Or as soon as an officer reports to you as his/her reporting senior." You might ask: "How 
do [ prepare tor fitness reports so far in advance - a year in some instances?" There are a number 
of valid approaches; however, the one discussed below will certainly result in adequate fitness 
reports. 


a. Newly reported officers should be initially counseled on the mission of the command, the 
officer's specific role in the accomplishment of this mission and areas under his/her cognizance 
which require improvement, Situations Or requirements which are peculiar to the command, of which 
the officer may not be aware, should be thoroughly discussed und clarified, as should any specific 
expectations Of the reporting senior. 

b. Because the furtherance of equal opportunity throughout the Navy 1s of such vital 
importance, a discussion of goals and potential problem areas snould be discussed with the 
officer. Some possible topics for discussion and specific performance factors which may 
influence the reporting senior's evaluation of the otficer in Equal Opportunity are: 


(1) Grade levels of minority personnel assigned. 


(2) Steps taken to ensure upward mobility of all personnel assigned, with emphasis on 
ainority personnel. 


(3) Steps taken to ensure his/her commitment to full equal opportunity is understood 
throughout his/her area of responsibility. 


(4) Steps taken to ensure equal opportunity commitment is actively supported by all 
assigned personnel, with emphasis on personnel assigned to key positions. 


(S) Racial awareness training and education. 

(6) Behavior of officer in relation to stated beliefs in equal opportunity, 

(7) Steps taken to halt racial slurs or other verbal denigration. 

(8) Effective counseling of assigned personnel. Counseling to majority and minority 
alike aust reflect the Navy's commitment to equal opportunity in such areas as promotion, job 
assignment, services, and housing. 


(9) Follow-up on minority problems or grievances. 


¢. Establish a file with a separate folder for each officer for whom you are the reporting 
senior -- regular or concurrent. 


d. During the course of normal routine, accumulate in these folders copies of letters, 
messages, as well as notes, on any matter pertinent to the performance or qualifications of each 
officer. 
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trivial, imperfections 1S not desirable and serves no useful purpose. Remarks 
attesting to the "lack of experience" of a Martine in a new job, for example, 
can be omitted from section C because inexperience in a new job is only to be 
expected; on the other hand, very rapid adjustment to a ne« job would be an 
appropriate comment. 


7. Although their use is not encouraged, supplementary pages may be attached 
if comments in sect:cn C must, of necessity, be lengthy. In those few cases 
where supplemental pages must Se used, they should identify the name, grade and 
social security numder of the Marine deing ceported on, and the period and 
occasion of the ceport. Attach dy Staple to the space provided on the fitness 
ceport form. 


3006 COUNSELING 


l. Counseling 15 am essential element in the performance evaluation system: 
equal in importance to performance 2aooraLlsal. tach Marine must be made aware 
of duties assigned, the standards of terctormance expected, how performance is 
judged, celative standing among deers, and tne opportunities that exist for 
career development. 


2. It is the cesconsidilicy of the reporting senior to ensure that each Marine 
Clearly understands «nar standards of cerformance are expected and how well rhe 
individual is (or is not) pertorming. Mere statements such as “You are doing a 
good jod ~- keeo it up" are not good counseling or good leadership. 


3. Counseling must De a continuous process. It should commence when a Marine 
first joins a unit, should continue ac frequent intervals during the Marine's 
tour of ducy, and terminacte upon decacnmenc. Since the initial counseling 
session is largely policy oriented (outlining expected standards and indicating 
how the ceporciag senior judges Serformance) :¢ could be condi: ted art a group 
welcome aooacd meeting, altnough a personal session is nore desirable. Sub- 
sequent counseling sessions, however, Must oe on an individual Sasis and must 
be conducted ac all levels and for all grades. Counseling may occur at any 
time and as often as 12 tS needed; ıt cannot de reduced cto a scheduled basis, 
but should take place on any occasion wnich is suitable. One such occasion is 
the preparation of a Marine's f1tness ceport; Marines expect and are =ntitled 
to an individual counseling session ac these tines., Fitness ceports will not be 
shown to che Marine being counseled, however, except as discussed in paragraph 
4003. 


4. In order to be effective, counseling must be positive and clear. Generalities 
and Quick references to lofty principles, e.g., "Your overall performance seems 
O.Ke, DUE yOu need t9 work a Dit harder on your esprit," do not counsel or guide. 
Positive counseling can be performed in a number of ways, but should include four 
definite steps: 

(1) Review with the Marine, individual cerformance to date. 

(2) Evaluate this performance. 


(3) Jointly establish a definice targec(s) (i-e., a plan cequiring the 
Marine's efforts) for maintenance or improvement of performance levels. 


(4) Establish a coaching plan (i.e., a plan cequiring the reporting 


senior's participation) to guide the Marine toward the target(s) established 
in step (3). 


5. Discussion of Counseling Steps 


a. Reviewing the Macine'3 oerftorcmance 


(1) This step should consist of briefly describing to the Marine those 
performance of auty highlights which occurred since the last counseling session, 
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as they ace cecalled 5y the reporting senior. This description ıs most effective 
if ocganized cnronologically foc effect, Segianing with che firse significance 
highligne, e.g., "at the Deginning of the period, your squadron conducted 

carrier qualifications vich a 100 percent cecord of success," and leading up to 
the last, e.g., “last week, your squad finished third ın che Eattalion drill 
competition." 


(2) Even if a reporting senicr has not pecsonally observed a Marine's 
performance of 2uty, performance highlights must still Le reviewed with the Marine. 
The individual must Se advised, however, tnat such highl:ghts ace not based on 
personal obsecvation. The source of :ne reoocting senioc's knowledge of the 
Macine's gecformance should be mentioned, e.g., "... based on recommended fitness 
cepoct nackings from the range officer,...” 


b. 2valuation of -he “Macıne's Performance 
 -— ee ee eS ee 


(1) Ouring this shase of the counseling session, the ceporting senioc 
places che Macıne's Dertormance highlignts into a meaningéul perspective oy com- 
pacing them against “Macine Corps and organizational standards and policies. 
Essentially, this :s the same process «nich the ceporting senior employed in 
pcepacing the Macine's ficness cepoce. 


(2) Caceecr opportunities snould de anotner topic of discussion in this 
session. AS à minimum, Ihe :eoorting senioc should ceview tne duty preferences 
which «ere indicated on tne Marine's latest £Zitness ceport, and discuss the 
reporting senioc's cecommendacion. The cacionale for the cecommendation nust Je 
explained, and the Mac:ne snould Se encouraged to cefer to appropriate careec 
planning orders and Sulletins foc caceec pattern guidance prior to submitting duty 
preferences. It is imporczant inac tne cegortıng senloc dispel any false impces- 
sions cegacd:ag pretecences of duty, suchà as, "...i1t looks good on your cecord," 
QC, "...a jood aviacor always Tequests éligne duty,” etc. 


C. Establishment of a target 


(1) *^his part of the counseling 2cocess serves to map for the Marine 
the road 25 improved (or consistent) pertocmance. Cleacly attainable cargets 
must be defined. These snould first be in areas of performance where the Marine 
is below the “arcine Cocos or organizational standacd. They should be expressed 
in such a way as to De oojective and easily measured. They cannot be too droad 
oc include more than one step (at a time), or else the Marine will have 
difficulty in acnieving tnem orc even understanding how to achieve chem. Some 
examples of gec?orasance -acgecs canat pcovide a clear level of ceguiced pectorm- 
ance, and aà sense of accomol:snhment on completion, ace compared with less 
meaningful ones ın figure 3-4, Delow. 


Lm di pin mn. omg o msn nn ss nn u a nl ne a Tee gr Am - à d d 


Examples of Target Definition 





mocovement needed in | Cleac Hear 
Regular duties Prepare first draft Tighten up youc 
of an office SOP by office procedures. 
15 June. | 
pp RS AR m i MR mm nn MR Rr M RH a e ME DE RM M Rn RS AR MIT 
Pecsonal appearance Get a cegulation | Keep your hair morce 
haircut ac least closely trimmed. 


once every !0 cays. 


Figure 1-4.--£xamples of Clear and weak Counseling Terms. 
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Training pecsonnel Prepare a master Get a better grip 

list of all 3d on Scheduling of 

quacter training training 


cequirements by 
10 December. 


Administrative duties Prepare a carbon Let the commanding 
copy on yellow paper officer know what you 
of each letter signed sign "By direction." 


" *By direction" and 
send the copy So ceach 
the adjutant within 24 
hours of signing the 

Original. 

| 

Physical Fitness Test | Co 40 situps in 2 Improve your PFT scoce. 

minuces dv 30 Aoril. 


Figure 3-4.--Examples of Clear and Weak Counseling Terms--Continued. 


(2) If ihe need for imorovement is not evident in any area, the ceporting 
senior should suggest targets «nich, when accomplisned, will serve to maintain tne 
Marine's anign level of gerf£ormance. This guidance must 5e as clear and orecise as 
that discussed earliec, out snould De aimed at the enhancement of already sound 
pgecformance cnaraccteciscics catner *nan the acnievement of satisractocy pecform- 
ance. Consideration snould te given co otC-duty education, correspondence study 
in professional subjects, participation in a professional ceading/discussion gcoup, 
and other activities whicn tend to expand, cather than develop, the Marine's 
attributes. 


d. Estadlishment of a Coaching Plan” 


(1) 7o be ::fective, counseling cannot end with the initial session. 
Coupling one of the «ey Leadership steps, namely, supervision, with a sincere 
intecest in the progress of »acn Macine toward cleac tacget(s), produces a 
cardinal counseling rule: coach 2acn Macine to performance ımprovement/maln- 
tenance. Without che personal coaching oC cepocting seniors, Marines may make 
little or no progress oc improvement. 


(2) Coaching must de positive and dynamic on the part of the cepocting 
senior. It should consist of Soth scneduled and impromptu sessions and should 
5e performed in a wacm and sincere, Dut authocitat:ve, manner. Several coaching 
sessions Tay Se cequiced Defore a Marine ceacnes a goal, but 1f coaching :s done 
cegulacly, and ı2 zre 30al3 are realistic, accomplishment will eventualiy occur. 
Iapcoved 5erf5cmance as a cesult of counseling is alaost juaranteed, Sut its 
success is dependent on dorn tne individual Marine and the ceporting senioc; the 
Marine can carely 3o 12% oy himself/herself. 


6. These four counseling steps can de accomplished infocmaliy, Dur should bde 
conscientiously and cacefully -eseaccned and planned. The use of counseling 
wOcksheecs, notes, intecview guides, and otchec aids is encouraged, and the 
documentation of counseling progress should serve as a strong indicator of a 
reporting senipc's proficiency and skill as a counseloc and leader. 


7. Foc additional cequicements in the case of an adverse or marginal cepoct, 
cefer to section 4. 

3007 FORWARDING REPORT TO REVIEWING OFFICER 

l. Aftec completing all of tne previous steps, the reporting senioc will sign 
item 23 of section 9, entec the date, and focwacd che cepoct to che reviewing 
officer for action. Prioc to focwacding the ceooct, however, the repocting 


$enioc ausc eithec (1) cectify thac the Macine has been counseled, or (2) 
explain on an uttached sheet why counseling was impossible. 
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WASHINGTON. D.C 20590 


202-126-0935 





1611 
1 3 SEP 1978 


From: Chief, Office of Personnel 
TO: All Conunissioned Officers 


Subj: The Officer Fitness Reporting System 


1. Commandant Instruction 1611.7 was recently published 
to inform the officer corps of the present status of 
our fitness reporting system. It contains information 
ae a ould be of vital importance to you since there 
1s no one single item which has more impact upon your 
career as a Coast Guard officer than your fitness re- 
port. As part or my efforts to educate the officer 
corps concerning our fitness reporting system, I am 
providing you with a personal copy of this Instruction. 
Kead it carefully. The time and effort will be well 
spent. 


2. Those of you who are preparing, reporting or re- 
viewing officers should aevote utmost attention to 
your emeness report responsibilities. Only through 
your efforts can our fitness report system remain a 
viable tool for evaluating our officers. I would also 
encourage you to insure that your subordinates, es- 
pecially junior officers, develop a complete under- 
standing of the fitness report process. Your coop- 
eration in this very important matter is sincerely 
appreciated. 


a oe 





W. H. STEWART 
Soe it) COMDTENST 1611.7 Chiet, Office of Personnel 
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COMMANDANT INSTRUCTION 1611.7 


Subj: Officer Fitness Reporting System 


t. 


BURP@en. The purpose of this Instruction is to in- 
form the officer corps of the status of its fitness 
reporting system, to publish revised service norms 
Bor useswhen Writing fitness reports, and to urge 
the support of all preparing, reporting, and re- 
viewing officers in reversing the alarming infla- 
tionary trend in fitness report marks. 


BACKGROUND. 


a. The Coast Guard's present fitness report 
system commenced in 1965. It has been a suc- 
cessful one mainly because it was well received 
by most Coast Guard officers, and because the 
majority of reporting officers attempted to 
adhere to the system by objectively marking 
Gre@eers reported on, particularly during its 
early years. As a result, our system has ex- 
isted for nearly fourteen years without suf- 
fering the plight of other evaluation systems. 
For various reasons, performance data in each of 
these other systems became meaningless because 
of the accelerated inflation of marks. 


b. Our system is now in danger, however. In recent 
years many reporting officers have permitted 
their marking patterns to become considerably 
more lenient than the service standard. We 
have made an effort to encourage those reporting 
officers to compare their marking distributions 
with the standard in the hope that each reporting 
GELicemewould strive@to maintain all fitness re- 
ports at or near that standard, thereby ensuring 
some degree of equity in our fitness reportinc 
d eem. The Reporting Officer Feed-back system 
(ROF) was part of this effort. 
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Zn Fer Unfortunately, the trend toward inflated marks 


has not only continued, but has recently accel- 
erated at an alarming rate. Enclosure (1) in- 
decates fór each grade, ensign through captain, 
Ehe actual distribution of fitness report marks 
of reports processed for the period O1FEB77 
through l6FEB78. This data is being provided 
for the information of all officers because of 
Gee seriousness of the situation now facing us. 


DISCUSSION. The causes of fitness report inflation 
are complex and to a large extent psychological--re- 
lated to the confidence the officer corps has in the 
system. The following, however, represent the chief 
causes of the inflationary pressure on the marks: 


a. Limited growth in the size of the officer corps, 
and very little voluntary attrition have combined 
amina fe Our Promotion process increasingly com- 
merce. Within the pyramidal billet structure 
required by law, the Coast Guard's promotion 
system operates on an "up or out" basis, whereby 
time in grade until promotion and opportunity 
for selection are dependent upon growth of the 
bust structure, or attrition, or both. Our 
growth rate has slowed in the 1970's from the 
rapid expansion of the 1960's. Meanwhile changes 
in economic conditions over the same period have 
made a Coast Guard career increasingly attrac- 
tive for many officers thus reducing the rate of 
voluntary attrition. As a result, the promotion 
process for the officer corps has become more 
competitive (illustrated in enclosure (2)). 

This trend, taken with the fact that our present 
"best qualified" system of promotion forces 

out less competitive officers, means that an 
entirely competent officer who would have been 
promoted several years ago may be passed over 
Bedav. Many officers, after seeing competent 
officers they have known being passed over, have 
incorrectly assumed these officers were passed 
over because they were "victims" of fitness 
report marks inflation. Thus the evaluation 
system is often blamed unjustly for the effects 
of the increasingly competitive system. 
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acion systems tied to promotion and pay 
tend to create pressure on the evaluator to 


inflate subordinates’ marks. Few of us enjoy 
the thought that we might be the cause of a 
subordinate's being passed over for promotion 
amd forced out of the Service. 


(1) Many reporting officers have asked "What 
is an appropriate fitness report score that 
will ensure an officer will be promoted?" 
Whereas the concern of these officers is 
understandable, it is not the responsibility 
of the reporting officer to determine whether 
an officer should be promoted or passed 
ever. The reporting officer's job is to 
evaluate the performance and personal qualities 
of his subordinates. Ina "best qualified" 
promotion svstem like ours, it is the job of 
promotion boards to determine who shall be 
promoted by comparing each officer with his/ 
her peers on the basis of his/her total rec- 
ord which includes a number of factors in 
dd@emuen to fitness report scores. 


(2) Some reporting officers may feel they are 
doing their subordinates justice by inflating 
their marks in an attempt to ensure promotion. 
In reality these reporting officers are creating 
tne Ommertunity for injustice to occur to other 
officers who are being marked by reporting of- 
flcers trying to adhere to the system. As the 
fitness report marks become more and more 
inflated, the distribution of marks grows nar- 
rower and narrower, and it becomes increasingly 
dax sweult sor prometion boards to differentiate 
between officers. Thus the chance for error 
and inequity in the promotion system increases. 


e lacet formation has contributed to sus- 
Pacion wame smestrust in the officer corps in 
DemaHro to the £itness reporting system. Al- 
though m eporting officers must accept re- 
sponsibility for inflation of the fitness 
report marks, the Office of Personnel ac- 
hnowledges its part in the problem as well. 

In recent years more and more reporting of- 
ficers began to doubt the fitness reporting 
System and the degree to which the Experienced 


c 


Distribution of Marks printed on the fitness 


154 





COMDTINST 1611.7 
] à SEP 1978 APPENDIX A 


Bec (Gent 'd) repert forms reflected the actual Alseribution. 


The fact that competent officers have been passed 
over by recent promotion boards due to the in- 
creased competition has served to fuel the sus- 
picion about our fitness reporting system. This 
uncertainty has likely been a factor which has 
caused many reporting officers to assign higher 
marks to ensure their subordinates would not be 
hurt by a future promotion board. Possibly more 
timely information in addition to the ROF reports 
could have relieved some of these doubts. 


The overall competence and performance level of 
officers in general may be at a higher level than 
in the past. There 1S greater selectivity today, 
not only in selecting officers competing for pro- 
motion, but in choosing candidates to enter the 
Service. More officers are sent to specialized 
training, followed by assignment to specialized 
tours where they become essentially resident ex- 
perts in their field. Tour lengths are longer 
Bedey affording officers the opportunity to gain 
more competency in their jobs. All these factors 
may contribute to a rise in the level of officer 
competency and performance (reflected in fitness 
report marks) independent of any faults with the 
fitness report system or weakness in reporting 
oft leörs. 


NE PEINTADTNTNG OUR PRESENT FITNESS REPORT SYSTEM. 


a. 


There is no one single item that has more impact 
upon the career of an officer than the fitness 
report. To operate without such a system would be 
a move away from what is now a fairly rational, 
impartial system based upon merit, toward a.more 
subjective system that would be increasingly sus- 
ceptible to bias and inequity. The document is 
Ver met only by promotion boards, integration 
boards, and extension boards, but by boards for se- 
lection to command, postgraduate school, and flight 
training as well. It also has an impact upon 

an officer's assignment as it often determines the 
level of responsibility or whether he/she is more 
deserving in the competition for a particular 
assignment. It is difficult to imagine how cer- 
tain personnel decisions would be made without the 
information provided by our fitness report. 
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Our fitness reporting system is still workable, 
but its usefulness is in serious jeopardy. Every 
effort must be made to reverse the present infla- 
tionary trend. As part of this effort a set of 
desired marks distributions for each grade has 
been constructed. These distributions, shown 

in enclosure (3), shall be used by preparing 

and reporting officers as first step goals in 
reversing the inflationary trend in fitness 
report marks. 


It is necessary to have the support and com- 
peranee GE all reporting seniors if our efforts 
to save our fitness reporting system are to be 
successful, and if we are to administer our 
system fairly and equitably for all officers. 
Each reporting officer, as he evaluates his 
subordinates, must have confidence that other 
reporting officers are complying as well.  There- 
fore as a measure to ensure that all reporting 
seniors will attempt to adhere to the system, 
Commandant (G-P) has asked for the assistance of 
flag officers in initiating a review procedure 
which will minimize cases of noncompliance. 


EL. ACTION. 


a. 


Beginning immediately, preparing and reporting 
officers shall use the new Desired distributions 
@e seme osure (3) for the appropriate grade of the 
officers being reporting on, as the norm in 
comparing how each officer stands in relation to 
other officers of similiar length of service in 
grade. The Experienced distributions printed on 
the present fitness report forms (Items 14 and 
17) shall be disregarded. 


Revised fitness report forms, which will reflect 
the new Desired distributions, are being prepared 
but will not be available for use until approx- 
imately 1 January 1979. Until the new forms are 
available, the present forms [CG-4328A(Rev.3-72), 
CG-4328B(Rev.3-72), and CG-4328C(Rev.11-72)] 

shall continue to be utilized. Reporting Officers 
shall make the following statement in the COMMENTS 


section (Item 18) of tne Present oe 


"I have marked this officer in accordance 
with the new Desired distributions for 
the grade of (enter appropriate grade of 
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bpAb(cont'd) officer being reported on) as 
specified By GOMDTINST 1611 7," 


C, Reviewing officers shall scrutinize the reports 
submitted to them and discuss with reporting of- 
ficers any reports which appear inconsistent 
with the new Desired distributions. They shall 
also ensure that the statement required by 
paragraph 5 b- above is made by each reporting 
officer, and shall return any incomplete re- 
ets Ttor correction. 


d. Use of the present fitness report forms is auth- 
orized only until the new forms are available. 
All copies of the present forms shall be de- 
stroyed upon receipt of the new forms. 


e. C@mmandant (G-P) will continue to monitor the 
distribution of fitness report marks and will re- 
port to the officer corps the progress that is 
made toward reversing the inflationary trend. 

In the meantime, a study group within the Office 
of Personnel is investigating modifications to 
euer fitness report system. This effort is taking 
into account all of the ideas and recommendations 
received from the officer corps and all officers 
will be apprised of the results as they become 
Known. 





ef of Staff 


Encl: (1) Actual Distribution of Fitness Repcrt Marks 
(2) Increasing Competition for Promotion 
(3) New Desired Fitness Report Norms 


Bastribution (SDL. NO. 107) 
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Fitness Report System Questionnaire 


Introduction: The NOAA Corps Fitness Report (NOAA form 56-6) is one of the most 
important documents in your career file. Periodically, a review of our methods 
and philosophy of officer evaluation is in order to assure that we are obtaining 
the maximum value from the system for both the NOAA Corps and the individual rated 
officer. As part of a study of our Fitness Report System, the accompanying ques- 
tionnaire is provided to obtain attitudes, comments for betterment, and personal 
observations concerning the workings of the NOAA Corps Fitness Report System. 
This is your opportunity to give our present system a vote of confidence or to 
aid in formulating methods to improve our present system. Please fill out the 
following questionnaire and return to NC 2 no later than January 5th, 1979. 

Bert I 

T. Rank (Grade) 

2. Years in NOAA Corps and with similar evaluation processes 

3. Present assignment (check one) 

a. hydrographic ship 

b. oceanographic ship 

c. fisheries ship 

d. mobile duty 

e. flight 

f. laboratory 

staff 


h. management 


1. other 





If you feel that by answering both 1 and 3 your anonymity would be 
compromised, leave 3 blank. 


4. I consider myself primarily oriented towards (check one) 


&. Operations 


b. R and D 


c. Staff 


d. management 
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Part II - To be completed by all officers 


Section I 


dM 


r) 


I believe that che present Fitness Report 
a) form is a good one (NOAA form 56-6) 


b) system is a good one (evaluation by a superior, a 
conference, and then review by the OPB) 


I feel that my Fitness Reports have provided NOAA 
Headquarters with a true measure of my abilities and 
worth co NOAA. 

I feel that my command has provided me with on-going 
feed back concerning ny performance throughout a rating 
period (i.e., as opposed to evaluation only at 
prescribed Fitness Report times). 


I feel that my command has spent significant time with 
me discussing career guidance and development. 


I feel that the NOAA Corps Fitness Report System has 
aided me in becoming a more proficient, more 


professional officer. 


I believe che purpose(s) of che Fitness Report System 
should be to 


a) aid in annual adjustment of the lineal list 
b) aid in separating personnel who aren't performing 


c) provide feed back to aid the rated officer in 
developing professional skills 


d) aid in the assignment process 


e) aid command to develop personnel and obtain desired 
performance 


f) assist in evaluating qualification for promotion 


g) other (please indicate) 
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7. 


10. 


I believe the Fitness Report System is effective in 


at "a nm ù% 3 DI 
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implementing 


a) 
b) 


c) 


d) 


e) 


£) 


g) 


I feel that a 
in the grades 
service could 


aid in annual adjustment of the lineal list 


aid in separating personnel who aren't performing 


provide feed back to aid the rated officer in 


developing protessional skills 


aid in the assignment process 


aid command to develop personnel and obtain desired 


performance 


assist in evaluating qualification for promotion 


2913e 413u0125 


399137 


[esq ney 


eoiSeSsIQq 


41300175 


other (please indicate) 


beneficial to che NOAA Corps. 


I feel that a 


I feel that a mechanism to incorporate peer group 
ratings into the Fitness Report System would be 


beneficial to the NOAA Corps. 


Section II Miscellaneous 


ef. 


system whereby poor or marginal performers 
0-4 and 0-5 with less than twenty years 
be separated with severance pay would be 


system whereby subordinates rate superior 
officers would be beneficial to the NOAA Corps. 


If I were to weight performance measures of NOAA Corps Fitness Report in Section 8, 
I would give the heaviest weight factor to the following performance area(s). 


blank if you consider all areas of equal importance. 


What weight should EEO performance receive? 
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13. Do you recommend deletion of any areas listed in Section 8 
as being either too subjective in nature or irrelevant as a 
performance measure? If so,, vhích one(s)? 

14. Have you ever vritten a rebuttal to vhat you consider an 
unfair fitness report? Mark NA if you have never received 


what you consider an unfair report. 


15. Tf you have any comments regarding our Fitness Report System 


ARENDT B 


viewpoint, use the space provided below. 





- 
e Z 
a O 


from a rated officers 


Part III - To be completed only be officers who have evaluated subordinates on 
NOAA Form 56-6 


Section I 


l. Based on the 100 point total in Section 8, what is the approximate 


point score that you have given your rated officers? 


| 
| 2. What approximate percentage of officers have you rated poor in any 


category? 


3. Under Seccion 9, Desirabilitj, what approximate percentage of 
officers have you indicated that you 


- = a mo de 


4. How many officers have you recommended for advancement on the 


a) 
b) 
c) 
d) 


e) 


lineal list? 


5. How many officers have you recommended for separation or a drop 


Prefer Not To Have 
Satisfied To Have 
Pleased To Have 
Prefer To Most 


Particularly Desire 


in lineal number? 


p 
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Section II 


- 


6. I feel the mechanisms for advancement on the lineal 
list, separation, and setting back on the lineal list 
are operating properly. 


7. I feel my evaluations are characterized by 


a) an on going process in which I actively coach 
subordinates and comment on their performance 
throughout the racíng pertod. 


b) a joint effort by myself and other top members of 
a command providing ínput to the evaluation of 
subordinates. 


8. I feel chat training in personnel evaluation would be 
beneficial to ze in aiding me to better evaluate my 
subordinates. 


9. If you have any further comments concerning our Fitness Report System 


9o12e A13u0135 


rating officer's vievpoint, use the space provided below. 


az 
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SELECTED REFERENCES FROM THE NOAA CORPS BULLETIN 


U.S. DEPARTMENT OF COMMERCE / National Oceanic and Atmospheric Administration 





BU 


INFORMATION OF INTEREST TO NOAA COMMISSIONED OFFICERS 


Volume 4, Number 12 l October 1974 
PAY RAISE - THREE WAY SPLIT 


Public Law 93-419, approved September 19, 1974, revised the method of 
allocating comparability pay increases for active duty members of the uniformed 
services. All pay raises on and after September 19, 1974 must be distributed 
equally among basic pay, quarters allowances and subsistence allowance. For 
example, on October 1, 1974 General Schedule Civil Service employees received 

a 5.52% pay increase. The new law requires that the basic pay, quarters 
allowances and subsistence allowance for uniformed service members each be 
increased by the same 5.52%. The new October 1, 1974 pay rates are shown in 
the attached pay table. 


NOAA PERSONNEL HANDBOOK 


The NOAA Personnel Handbook describes detailed procedures for "employees" 
filing grievances and appeals. NOAA Corps officers do not fall within che 
legal definition of "employees" and therefore are not covered by such 
directives unless the directive specifically covers "all NOAA employees 
and commissioned officers." All officers should, however, understand chat, 
although certain procedures are not applicable, the Director, NOAA Corps 
believes that similar mechanisms should be available for officers. 


At present, officers being considered for actions which could be considered 

as "adverse'" are notífied by the Director of the recommendation of the 
Officer Personnel Board. They are gíven ample opportunity to rebut the 
charges and in serious cases are invited to meet víth the Board if they 

so desire. In extremely serious cases they may be ordered to meet witch 

the Board. If they desire they may bring a lawyer to the hearings. Upon 
review of the record che Director acts upon the Board's final recommendations. 


The test applied to all decisions of this kind is whether a disinterested 
third party would arrive at the same conclusion upon review of the 
documentation. In doubtful cases the Board itself usually resolves them 
in favor of the indivicual. 
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While not required to do so, the Director will, upon request of the 
individual officer, forward the complete file to the Associate Administrator 
for final review. This will be done to insure that a fair and impartial 
result has not only been produced, buc that the officer himself may be 
reassured. In extremely serious cases, the President himself could be asked 
to revoke the commission of an officer. 


PROMOTION TO LTJG AND PROMOTION RECULATION CHANGE 


Based on the presently authorized strength of 358, the NOAA Corps is limited 
to 293 officers in those grades above ensign. Projections concerning 
appointments, resignations and retirements show that about mid-October 1974, 
this ceiling will be reached. Thus, at that time, the promotion from ensign 
to lieutenant (junior grade) can no longer be effected upon completion of 
fifteen (15) months of service, and promocions can be made only as vacarcies 
occur, i.e., someone resigns or retires - then someone gets promoted. 


The present projections for resignations and retirements show that this 
situation will exist through the remainder of this fiscal year. It is too 
early to make predictions for FY76, but there is a ray ot hope on the 
horizon. The FY/6 NOAA budget contains an increase of 30 officers which 
would raise the authorized strength from 358 to 388. If this passes, it 
appears that promotions to lieutenant (junior grade) would move back ín line 
wich current policy. 


Officers who are entering the zone ac this time are reminded that timely 
completion of the course requirements with certification to Commissioned 
Personnel Division is very important. In the early months of this year, 

when promotions were being made as vacancies occurred, a number of problems 
were brought out because of late course completions. The present regulation 
(NDM 56-46 "Commissioned Officers-Promotion'") does not adequately define late 
completion of the promotion requirements. Thus, the Officer Personnel Board 
has recommended and R. Adm. Nygren has approved that the regulation te 
amended as follows: 


(1) All officers are considered to have sufficient time in which to 
complete the requirements prior to the date of eligibility, except 
in those cases where advanced standing has been granted. 


(2) It is the responsibility of the officer to furnish the Chief, 
Commissioned Personnel Division with copies of the final course 
completion certificate/grade report proving satisfactory completion 
prior to the date of eligibility. 


(3) If che written examination or final course completion 
certificate/grade report has not been received by the Chief, 
Commissioned Personnel Division prior to the date of eligibility, 

but is received prior to the occurrence of the vacancy; then the officer 
shall not be penalized. 
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Volume 5, Number | 1 November 1974 


CAREER COUNSELING PROGRAM RECOMMENDED 


In recent years NOAA has expanded to encompass many diverse disciplines 
and professional interests related to the oceans and atmosphere. The 

NOAA Corps has grown to meet these needs. As a result, we have officers 
in a Spectrum of scientific fields ranging from electronics and geodesy co 
atmospheric physics and fisheries management. 


The recent OPERATION FORESIGHT Conference recognized a future role for Corps 
officers as mobile scientists/managers in a variety of scientific areas. 

To fulfill the Corps’ expanded mission, they recommended chat an active 

career counseling program be established to acquaint young officers with 
professional opportunities in NOAA. This service would provide a mechanism 
whereby officers with similar career interests could communicate on a personal 
basis to discuss common problems, such as possible assignment openings, 
graduate training potential and professional development. The counselor 

could also act as feedback to the Assignment Board ín its deliberations. 


The Director, NOAA Corps,would like to solicit your help in creating a pool 
of experienced Corps officers who would be willing to provide counseling in 
their special Technical area on request. If response to this proposal is 
favorable, this office will publish a list of participants, broken down by 
geographical area and field(s) of interest (e.g., Coastal Mapping and 
Charting; photogrammetry, tides and currents). If you would like to become 
involved wich this program, please advise in writing, indicating the 
particular area(s) in which you feel most competent to counsel. This is a 
voluntary program and only you can help. Response should be directed -o 
Director, NOAA Corps (NC), Rockville, Maryland 20552. 


MOUNT GESTER 


In a recent listing of 36 new Antarctic feature names honoring uniformed 
service personnel having served in support of U.S. scientific research in 
the Antarctica, Lieutenanc Ronald J. Cester, former NOAA Corps officer, 

was included as one to have a mountain officially named "Mount Gester." 

The name, prooosed by che Advisory Committee on Antarctic Names and cleared 
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Volume 5, Number 5 l March 1975 


INCREASE IN AUTHORIZED STRENGTH 


the President's 5udget to Congress contains che following under Science and Technology, NOAA: Quote. For 
expenses necessery cor the Nstionel Oceanic and Atmosoheric Adminiscration.........expenses of an auchorized 
strength of 388 commissioned officers on the active list; pey of commissioned officers retired in accordance 
with lew snd payments under the Retired Serviceman's Fsmily Protection and the Survivors Benefit plans;..... 
Unauote. 


INTERNATIONAL WOMEN’S YEAR 


As you may know, the United Natione has designated 1975 ss International Women's Year in order to recognize and 
highlight che contributions women are making at every level ot our society in all parts oí the world. The 
President has issued s proclemation ssking that we sil work together to make 1975 an outstanding year for women 
in the United Ststes, with speciel emphesis on support of the activities snd observances co be arranged under 
the suspices ot the Uniced Nacions. 


Dr. Robert M. white ln s NOAA week messege sceted recently the incenc in 1975 "to turn the spotlight on che 
specific sccompllshments oC women in NOAA as pert of our observance of International Women's Year." 


The Adminiscrscor went on to say thet he looked forwsrd to “NOAA's developing and expanding career opportunicies 
for women through sggressive recruicment snd treining programs in professional, technical and administrative 
disciplioes.” 


The Director, NOAA Corps snd representatives of his office have been actively engaged with the EEO Committee of 
NOAA including the Subcommittee for Women, and with Che NOAA Federal Women's Program Coordinator. Since our 
women commissioned officers hsve zenerally been on field assignments to dete, this facet ot EED has been covered 
Sy the XC steff. 


This yesr ic {s »lsnned thet SEO Awareness Dav will consist of two luncheon meetings with key speakers in the 
Weshington, D. C. aree, focusing on the Internacional Women’s Year. All those Washington area commissioned 
officers, as possible, are urged Co attend these luncheons, the firse of which ts scheduled for April 25.2.1973 
st Bolling Air Force Jase Officers Clud. Please be on the looxout for the posted details. 


OPERATION FORESICHT--AN INTEPNAL REVIEW OF NOAA CORPS FUTURE 


The NOAA Corps has deen scrucinized, evsluaced, audited, and probed regularly; chis is certainly proper. These 
exercises, with several exceptions, heve been performed by agencies outside of the Corps itself. The most 
recent incernel speculation coox place severel years ago. it was deemed important, therefore, to review Che 
Corps mission and methods, duc to do it “ln the family,” in a free-wheeling imaginative style, and {n a modest 
wey. Thus, in SepCemoer 1974, arrangements were made for s two-dey conference of representative otficers from 
che Wsshingcon Yecropolitan Area CO naxe this inquiry [nto che long-range evolucion of the NOAA Corps ta picture 
sppeers in NOAA “eex, October 18, 1974). 


Conc lusions 


I. Priority for NOAA Corps involvement in nacional program requirements (emphusis on collection and analysis 
of environmental dsta). 


l. Mapping, Cherting, 2. Oceenograpny 3. Atmospherics 4. Earth Sciences 
Geodesy A. Physical 2: u 
eee C. Land Measurement 
C. Biologiesl, including Fisheries D. Land Ecology 
eg —— ni an ai 
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Acquisition, 


processing, analysis, 3ssessmeent and decision-auking, products and services, problem-relacted research (direct 


3 future proxrum support), environmental monitoring, “Think Tank‘ research, and higher echelon program adminis- 
traction, aynayement, and coordination (nacional and international). 


Fimally, no direce purt in enforcement activities was envisaged for NOAA Corps. 


TIT. What would impact be 1f NOAA Corps were dissolved? 


le 


= 


de 
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Inicially very little. 


The gradual eroding of positive feacures such as; lack of personnel mobility, lack of structure aboard 
ship, etc. 


The gradual reinvention of all tche present elements of Commissioned Corps in perhaps a slightly different 
form or perhaps segmented, but nonetheless, essentially with our makeup. 


there were noc 3 NOAA Corps, what are the reasons for inventing one? 


The first reason is connected with mobility, both ín che sense oí change of duties and ín permanent 
change of statian. 


A. Benefits of Corps-cvpe mobility: 
(1) Changes of assignments scimulate che mencal activity of che Corps since new and fairly objective 
thoughcs are given Co projects undertaken. 
(2) Top nanagemenc is afforded greac flexibility and ucilizes a segment in human resources for fill- 
ing short cerm functions ar ın changing functions; tor instance, a LCDR can be utilized in fill- 
[ng a CS-14 position or a US-12 posicion, 
(3) Mobilicy provides a mechanism ror handling a remote ducy Cask of a varying nacure. 
(+) Ie provides cross-pollinatiton wich ocher nembers of NOAA and the Corps. 
(5) It provides a climsce for Che development of management generalists. 
3. Deficiencies 
(1) lt cam impede or inhibit cechnical specialists (which may be beneticial). 
(2) Learning time losses exist in chis mode o€ operacion. 
The second positive aspect of che Corps, personnel scructure (che grade is accached Co an individual 
as Opposed co a grade actacned to 3 posicion). 
A. Benefits 
(1) The otficer posseses more objectivity chan his Civil Service councteroarc because of Che nature 
of the competicion for advancement. 3y scrambling over others, he will noc enhance his 
position; l.e., he is probably nore secure in his posicion and vill be promoced unless he does 
poorly. 
(a) There {s a charisma associated with z¿roup identity which generates espric de corps. 
(2) Sea operations are enhanced. 
(a) Operational efficiency exists due Co a specific organizacional structure aboard the ship. 
(b) A broad or balanced overview is within che officer's rasp, chis means, for cxample, chac 
an officer would «now hectcer Chan co cry to dock 3 ship under certain hazardous cuondicions. 
A scientist, however, nay not «now chis informucion, furthermore, he is obligated cto con- 
centrate on the scriccly sciencitic aspects of che operacion. 
8. Deficiencies 
(l)Because of che nature of che structure, talencad and hacd-working otficers may not necessarily 
be rewarded for cheir talents and hard work. 
(2)Specialization and depch of *novlcdue are inhibited in some measure since Che officer should be 
both a "ship driver’ and a aclentist. 
Uniforms 
A. Benefits 
(1) Role identification and discipline are che leading positive factors associated with the uniform., 
(2) The NOAA Corps uniform represents sn associacion with Cradicional seaxoiny officers. 
8. Deficiencies 
(1) Sometimes chere is 3 deroxsacory connocacion associated with che mlitarv-Cype uniform, 
(2) Secting oneself apurc has cercain neyative asoccts, i.e., Chere is alwavs some resentment toward 


people who sec themselves sparc from others, particularly by chose «ho. exhibic non-leader Cruics. 
Coemissioned scacus 


A. 3enerits 
(1) There Is the cver-present question as to when we would be Cransferred Co che armed services. 
In times of emergency Chere should be easy 3ssimil cion. 
(2) The Commission sgain, throogh the tícles and ranks, re-enfocces our role idencicy. 
8. Puficiencios 
(1) Again, the connotation of che milicary may not be beneficial. 


V, A vtew of the NOAA Curps hy 1994. 


l. 


In 1984 WAN, of its successor, will be involved in a larger muber of Cechnical and sclencític discli- 
plines. This will require chat che NOAA Corps he made up of vilicers wıch a larger variety ot Ccchnical 
backprownda, even more Ph.Ds. 

All otfleers Mould beein their caceces with a technical base; sea duty musc be an carly part ot the 
career. Toward che latter pərt of cheir carcers the great majority of otticecs will be generalists wich 
backsround speci.lties in sactous disciplines. 

8y 1984, data acquisition and analysis vill he much advanced and there will probably be mich less "hands 
on in the process. Ihe Corps otflcer will be a Jesigner, coordinitor and/or manager ot data svstens, 
data acquisition sond Juta analysts. 
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Recormendatiuns 


I. Wich Respect co NOAA Corps by 1984: 
l. Mere say be a considerable increase in contractual projects or contract work in connection with 
projects. Officers, with che proper credentiels, should be assigned co coordinate and manage these 
concracts, 

2. NOAA should not recruit Ph. O's; buc rather should make a concerted effort to develop Ph.D's within the 
Corps through various training programs and full-time graduate school assignments. 

3. The Director of NOAA Corps should look on a continuing basis act roles officers should play in NOAA. 

4. By 1984, che Corps should be increased in size to meet the growing opportunities and responsibilities 
in POE's where officers have not traditionally served. The POE should initiate the necessary justi- 

ficacion. To meet these requirements and still stay wet, che Corps will probably require at least a 

2 to l racio of shore billets to sea 5illecs. 

$. Makeup of Corps by 1984 


Number of 

Element of NOAA Officers 
Nacional Geodecic Survey 25 
26 Ships 200 
Hesdquarters (Building 5) 75 
Heedquarters (NOS) 120 
PMC and AMC 30 
NWS $0 
EDS 15 
NESS 15 
ERL 50 
Fisheries 50 
Miscellaneous 20 

TOTAL 650 


II. Officer Personnel Board (OPB) and Officer Assignment Board (OAB) 

1l. A lot of time is presently spent 5y members ot che OAB and OPB in digging out information on individual 
officers. The personnel records and billet descriptions should be computerized. 

2. The selection-out process as exists should be actively used at all levels. We concur with present 
selection policies. 

3. We recommend chat commanding officers of NOAA vessels be selected solely on their experience and fict- 
ness for command; we endorse che concept that noc all officers muse have a command. 

4. We recommend that lc lease one officer of the rank of Commander or Lieutenant Commander be 1acluded on 
che OPS. 

5. We recommend that no mem0er of the OPS serve for more then four years. 

6. We recommend that one nember of che OAB be assigned full cime to che OAB. 

7. Flexibility should 5e creaced in the selection criterion so as co allow for a more expanded Commisaioned 
Corps. 

LII. Education and Training Posture of NOAA Corps: 

l. Priorities should be sec regarding advanced training and educetion to reflect tche mission and require- 
mencs of NOAA. 

2. Advanced training and/or advanced education should be a mandatory requirement for all officers. This 
is in sddicion to training or education completed, ac che time of che officers’ initial appointmenc. 

3. There should be formal (12-18 nonchs) academic Craining approximately every sıx years throughout an 
Officer's career. 

å. There should be inhouse training on the various facets of NOAA periodically. This should be accom- 
plished chrough seminars, bulletins, courses, road shows, etc. 

$. We recommend that the Director, NOAA Corps, expand his budget for the purposes of concrolling parc-cime 
training. we feel chat his perspective would 5e better from the overall NOAA Corps sCandpoinc. The 
immediate suoervisor, however, mignc becter judge the specitic program need. 

IV. Counseling 

l. There should be a sponsor for each and every officer in tche Corps with highly accive counseling ac 

evecy opporcunity. 
V. Epilogue 

l. We find that many of these recommendations have been promulgated before, and not implemented. We 

therefore recommend that each OL us be furnished rationale for noc accepting recommendations. 


SPECTAL RECOCNITION 

The Director, NOAA Corps takes zreac pleasure in reporting the following special recognition of Corps officers: 
Commander James G. Grurwell has received s Letter of Commendation from Director, NOS ( und che Assoctate 
Administrator for Environmental “Monitoring and Prediction) in recognition of work well done by boch Commander 
Grumwell and Mr. Frederick Sergio of OFO, in connection with their very significant contributions during che 
equipment installation and final scaging for CATE, and through che de-scaging operacíons. 

Lieutenant Commander John C. Albright has been recognized for Oucscanding Performance by the Director, Pacific 


Marine Center, “OS, with a Cash Award. He was cited for sustained outstanding performance as Operations Officer, 
NOAA Ship FAiRWEATHER, percicuiariy ín areas of operacíons efficiency and economy. 
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Volume 5, Number 5 l April 1975 
VOLUNTEERS FOR CAREER COUNSELING 


The Director, NOAA Corpa is plessed to announce the names of chose officers who hsve expressed their 
willingness co provide counseling co younger officers in reed of career-related informacion. As we 
have stated ín the November 1974. and January 1975 issues otf the Corps Bulletin, ve sincerelv hope chat 
this service will provide the mechanism wnereby officers witch similar career interests can communicate 
On a personal basis, to discuss common problems, such as posaible assignment openings, graduate school 
potential and professional development. 


To date, the following officers hsve volunteered to participste. 


Captain C. William Hayes, Code “RA/NOAA, WSC-5, Rockville. Tel. 301-496-8291. Principal srea of 
interssc; Public Administration. 


Commander Robert L. Sandquise, Code RFx92; RFC, FOG/ERL/NOAA, 3400 NW 59th Ave., P. O. Box 480197, 
Miami. FL 331458. Tel 305-526-2936. Principal areas of Interest: Aviacion including large and small 
sircrsft operscions, staging and logistical requirements, severe weather tlying snd airborne remote 


sensing; and Related Program Missions including planning and oaperationa. 


Commander John D. 30ssler, Code Clx2; NGS, NAD/NOS/NOAA, Rockwall Bldg., Rockville. Tel 301-496-8100. 
Principsl ares of interest: Earth sciences, particularly geodesy. 


Commander James Collins, Code Clx1; NGS/NOS/NOAA, WSC-1, Rockville. Tel. 301-496-8710. Principsl areas 
of ioterest: Ceodesy and hydrography. 


Commander Richard Y. Allbricton, Code 4161, NWS/NOAA, Cramax, Silver Spring, Md. 20910, Tel. 301-495- 
7382. Principal areas of interest: Ocean sciences and research, particularly as related to the 
missions of RL, WS, etc. 


Commander John W. Carpenter, Code C17, WGS/NOS/NOAA, WSC-1, Rockville. Tel. 301-496-8792. Principsl 
sree of interest: Ceodesy. 


Lieutenant Commander Carl =. Fisher, Code C33, MSAM/NOS/NOAA, WSC-1, Rockville. Tel. 301-496-8274, 
Principsl ares of interest: hysical oceanography. 
Lieutanant Commander A.Y. 3ryson, NOAA Ship Townsend Cromwell, PMC/NOS/NOAA, 1801 Fairview Avenue East, 


Seaccle, YA 98102. Principal areas of interest: Manned undersea activities, including habicacs, sub- 
mersibles and diving. 


Lieucenane Donald L. Sulof£, NOAA Ship Peirce, AMC/NOS/NOAA, 439 West York Street, Norfolk, VA 23510. 
Principal areas of interest: Hydrography, airport surveys and coastal mapping. 


Lieutenant Craig S. Nelson, PEC/NMFS, % Fleet Numerical Weather Cencral, Monterey, CA 93940. Tel. 408- 
375-0333. Principal areas of interest: hysical/fishertes sceanography. Also informacion on the 
Naval Postgraduate School at Monterey, CA. 
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Counselors are asked Co provide appropriate and constructive feedback to this office and/or the Officer E 


Assigrmenc Board. Ocher incerested officers sre invited co join chis voluntary program, and may do so 
by memo directed to the Director, NOAA Corps, Code NC, Rockville, Maryland 20852, 


¢ 
After much thought, over a yesr's worth of review, snd the usual amount of administrative and logiscical 
exchange wich MC, NOAA and the U.S. Army's Inscituce of Heraldry, tche NOAA Corps has finally procured 
a small scock of ics very own ribbons, auchorized by DOC co be worn by uniformed recipients of two NOAA 
swards. 
One has been designed for the following: 

a. Awsrd for ingineering and Applicscion is Co annually recognize employees for significant 
contributions in engineering or applications development. Ic should stimulace further concribucions 
from engineering or other professional or technical personnel co che engineering and applied technology 
progrsms of NOAA. 


b. Program Administration and Management Award {is to annually recognize NOAA employees for 
signifícsac contríbucions in che management or administration of NOAA. Ic should stimulace further 
contribucions from both sciencticic and non-scientific areas. 


c. Awsrd for Sctencific Resesrch and Achievement is co annually recognize NOAA employees for 
significant contributions to scientific research and achiavemenc. IC should stimulace research activity, 
steract and retaín outstanding sciencific personnel, and enhance the image of NOAA. 


d. Awsrd for Public Service is to annually recognize NOAA employees for significance contribu- 
tions in the public service program. It should stimulace further contribucions from both scientific 
sad non-scientific areas. 


The above sre very prestigious awards Co individuals, and only a limited number are given out each year. 
À special coemitcee of execuCives of recognized standing wiil review che nominations oč the proposed 
csndidates and aske eppropriscte recommendations concerning selection of the award recipients. 


The final seleccion will be made by che Admíniscrscor oC NOAA. 
The second ribbon has been designed for: 


s. NOAA Unic Citacions. The purpose of this award is Co recognize groups of employees in NOAA 
who, because of their individual and colleccive eftorts, have made substantive contributions to the 
progrsas or objectives for which NOAA was established. 


Final approval will 5e nade by the Administrator of NOAA following consideration by and Che 
recommendation of the NOAA Manpower Utilization Council. Award consists of a unic plaque, individual 
certificates, and a ribbon to the otfícer recipient. These unit citations rank with the above-listed 
swsrds for individuals. 


Second awards for either of the above ribbon designs will be denoted by a 5/16" bronze star 
superimposed on che ribbon. 


This office also assisted the Associacion of Commissioned Officers tn the selection of a ribbon, to be 
worn by recipients of ACO's Junior Officer of the Year Award. This ribbon is now in sCock and has been 
approved for wear on the official uniform. 


All three of the above ribbons were attractively designed by the Inscicute of Heraldry ín bars of while 
on two shades of biue, thus inmiciacing a NOAA “family” of colors. 


Arrsngements for Che issuance of these ribbons to paac recipients will be announced ag soon ss possible 
in a forthcoming 3uliecín. 


SPECIAL SECOCNITTON 


The Director, NOAA Corps, Cakes great pleasure in reporting The foliowing special recognition of Corps 
officers: 


Lieutenant Robert B. Zider has been awarded a Special Achievement Award with caah award in recognition 
of superior performance as advance United States Office Representative in che coordination of GATE 
preparsCions with Che Covernmentí of Senegal, conalruction contraccors and the U. S. Embassy. 


Lieutenant Thomas V. Ruszala has been awarded a Specisi Achievement Award with cash award In recognition 
oÉ sustained superior performance in the planning and execution of GATE, serving principally in che 
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Volume 5, Number 12 1 October 1975 
FROM THE DIRECTOR'S DESK 

Quots from Alfred North whitehead in "Science and the Modern World”: The rete of progress is such that 
sn individual human being, of ordinary length of life, will be called upon to fece novel situations 
which ¿ind no parsliel in his past. The rixed person, for the fixed duties, who, in older societies 

wes such s godsend, in the future will be a public danger." 

CUIDELINES FOR OFFICER PROMOTION 

Anofficer's professional qualifications, fitness, snd potential for promotion ere determined by 

(1) snalyzing his satire record, and (2) the judgmenc, collectively, of the Officer Personnel 30ard. In 


determining his/her worthiness ior promotion, the anslysis and deliberetions of the Officer Personnel 
Board comprises: 


Aw General 
l. Demonstrated sbility to solve problems, naka decisions, and sesume increased reeponsibility. 
2. Professionally competent with self-improvement exhibited. 
3. Proficiency in present snd psst sssignments weighing: 


4. degree of level of responsibility c. magnitude of input {nto operatione 
b. types of sssiguments and duties performed d. trend of proficiency - up or down 


4. Length of service”, seniority. 

$. Leadership, maturity - the sbility to manage. 

6. Moral standards, charscter, service etcicude, officer, beering devotion to duty. 

7. General physical condition - USPHS recommandations tempered by service requirements. 


B. Fitness Recorts 


A detailed review of the Fitness Reports presents the mst sound judgment for selection for 
promotion, The paragraphs on special skills and genersl comments on performance of duty 
sccentuatss the strengths and weaknessea and, over a period of cime, establishes a pettern of 
performance. The numerical score by {itself cannot be utilized as a promotion deterrent due to the 
impossibility of deriving correction fsctors. Thus, examination of che Fitness Reporte must be 


tempered by: 





. Length of service requirements on psge 3. 
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l. che type of observation (familiarity of the reter with the ratee) - deily or infrequent 
contact, 


2. length of sssignment covered snd time in the assignment, 

3. "Psrsonal equacion" of the rster - trend of his ratings and evaluacions, end, 
6. possibility of "personality conflice.” 

Comand 


Command responsibility requires an officer to demonstrate his/her capacity to exercise authority 
over sn sctívity or sphere of operation. Command responsibility allows, and at the same time 
requires, an officer to bring his skills as s manager of personnel, facility, and fiacal resourcas 
to bear sgainst s Job to be done. This capacity to command vell, above all ochers, provides 
demonsCration of the greatest variety of abilities for evslusting an officer's present snd future 
potential as a manager of a major sctivity in NOAA. Fach officer should strive to qualify in this 
capacity. Proficient performance in a command assignment is evidence of the officer's leadership 
sod professionalism. 


However, in Che sssigmoenct selection procesa, being placed in command (or similsr) position is a 
matter over which Che officer may have little control. Lack of command experience vill noc become 
a factor in considering the officer, if this fector is due to che exigencies of the service and ta 
not dua to his/her willfull avoidance or ineptitude. The Officer Personnel Board critically re- 
views all svsilable information regerding the otficer in determining his/her promotion status (as 
is alao the procedure for determining lineal placement), 


Equating the general concept of command versus the various gradea, Che following potential capability 
should be demonstrated for: 


1. Captain - Class I Ship, director or associate director office, chief of major operationel 
diviaion, scaff policy development sssignment. 


2. Commander - Claaa II Ship, division chief, staff program control aasignment, aircraft 
coordination. 


3. Le. Commander - Claas III Ship, branch chief, staff coordination assigmm-t, eircrafe command, 
chiaf of party, 


å. Lieutanant and below - assignments programmed for development and experience aboard ship, field- 
st-larga, sviacion, oparetionsl shora offices, snd sdminisctration. 


Staff 


The Corps has need for both good steff officers, and commanders, An officer who haa demonstrsted 
his competency ín both areas is of far greater value to NOAA than the individual who excels in cnly 
one. Staff asaignments require, in addition to problem solving, the ability co communicate with 
superiors and subordinates. The Officer Personnel 30ard‘s eveluation of compatible command and 
staff responaibilities is scated above. 


Specialization 


NOAA is broadening its requirements for soecialized abilities. Thus, selections for promotion sre 
becoming sore difficult and more important as new criteria for specialized talents become in- 
creasingly important. To maximize che officer's strength and potencial in a sctentific or technical 
field, particular sssigrments, coupled with an educational and developmencal pattern, must be 
followed. NOAA,with its myriad disciplines and phases, hss fields of specialization uniquely 
accoemodatable or fitting for a multiplicity of career ladders. Career planning patterns must be 
reatrictive -- no individual can become an expert or even reasonably proticient in all overstional 
aod scientific flelds -- and acknowledge specializacion in comprehensive marine surveya, aviation, 
geodesy, geophysics, oceanography, biology, meteorology, etc. 


Technological breakthrougha and legislative charges demand that continually NOAA develops and main- 
Cains the ability to manage, coordinate, manipulace, snd maintain new systems and concepts. In 
some critical speciality aresa, specialized education and assignmenta are required for proficiency. 
Depending upon che parcicular sptitude of the officer, snd NOAA's relative priority or demand for 
thia particular sbility, the officer-specialist may serve in various combinations of repeitive 
aasigrments. ‘hen evaluacirg spectalists and generalists, the contributione being borne and tha 
demonstrated ability and ind‘cated potential of each mst be weighed. 
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Due to exigencies of the Corps some officers have had considerable post-graduate schooling while on 
active duty, while others have been denied the opportunity due to no fault of their ovn. The cereer 
record and potential of the officer is paramount, with post-greduate education not accented. 


F. Derogatory Information 


The relative importance of derogacive information, ss it sffects promotion/lineal position, is the 
purview of che Officer Personnel Board, determined Sy collective judgment. The greatest weight is 
given to information pertinent Co Che most recent years of service--tha Board heving previously 
considered ítems ot significant intersst in previous years. Mistakes chargeable co honest but mis- 
guided effort (i.e., errors of commission versus errors of omission) should noc militate against 
favorable sssessment oC potential. when inexperienced officers are exposed co heavy responsibility 
and problem solving there is inherent opportunity to make mistakea. Undue consideration oč 
derogatory comments will noc be given when Collowed by continuous proficient performance oc duty. 


Incidents of a disciplinary action, or feilure in integrity, are weighed againse the officer's 
career record. Thus, a good officer can atone for past indiscretions with no repercussions.  How- 
ever, non-selection properly can 5e based on a major disciplinary action, by failure in integrity, 
or turpitude. 


C. Eduescional Requirements 


As an officer progressess through his/her career, sech officer mist seek and successfully complete 
periodic training to improve supervisory, managerial, and profeasional skills. By statutes - 33 USC 
8534 and 8S4--a sentel examination, as well as e physical examination, is required for promotion. 
The Officer Personnel 30ard mist sssure that the officer being considered for promotion is develop- 
ing professionally. 


Prior to being considered for promotion to LIJG, one correspondence course is required and for 
promotion to LT, two additional coursea. Ome of the three courses must be CELNAV unless waived 
under NDM 56-46, 


For promotion to LCDR, an essay examination is required on specified topica on NOAA's purpoae, pro- 
grams, organization, and effectiveness, and the role of the NOAA Corps. A bibliogrsphy ts furniahed 
each LT in preperation for this examination. Suggested programmatic snd organizational modifications 
or improvements is sn essential element of the essay. 


Participecion in NOAA's executive and zansgerial programs is stresaed. Additionally, each officer 
should sssure thac his/her service record lists awerds received and publications accepted. 


Present Length of Service Requirements (es of 1/1/75): 


Minisum period when vacancy exists (if otherwise qualified) 


CAPT 18 yrs. 

CDR 10 yrs. ms 
LCDR 6 yrs. 

LT J yrs. 3 ms. 
LIJG (T) l yr. 3 mos, 


Maximm period without vacancy (if otherwise qualified) 


CAPT 30 yrs. 
CDR 2l yrs. 
LCDR 14 yrs. 
GN 7 yrs. 
LIJ (P) J yrs. 


PROMOTION EXAMINATIONS 


All material submitted ‘or promotion to the grade of LCDR is reviewed by the individual members of 

the Officer Personnel 30ard and by the Director of Che Corps. The Board, after discuasion of esch case, 
recommenda appropriate action to the Director. To date, no decailed critiques have been sent back Co 
the officers concerned, primarily because of the heavy administrative workload in the office. 


It is spparent, however, that zany officers do not completely understand the reasons for the present 
practices. Ths above "Guidelines for Officer Promotion" were prepared by the Officer Peraonnel Board 
to cover sil promotions, and may be helpful. In addition, however, in the case of promociona to LCDR 
che following five criterion are used: 1) Underscanding of NOAA Corps rogram Acttvitiea, 2) Under- 
standing of NOAA Corps Role, 3) Accuracy of Material, 4) Clarity, and 5) Conscructive Imagination. 
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Officers up for promotion ta LCDR ars journeyman officers. They have slready partícipated ín one or 
two program arese and their performance hes been eveluated in those jobs. We do not know, however, 

how much they have learned sbout NOAA as a whole. As NOAA Corps Officers they are expected to be 
knowledzeabls to some degree about all of NOAA's programs end ite total organization. Many, obvioualy, 
are not. The promotion exam procesa is designed pertly to stimulate them into research on aspecta 

of NOAA and the Corps wich which they ars not familiar. This motivation haa been carried up from 
pravious practices as a perfectiy valid part of the education and evaluation process. 


Officers sre also expected to be creative, innovative end original, and enple opportunity 1s provided 
to make suggestiona for the betterment of the service. This is a test ot personal qualities aomstimes 
mot otherwise documented in che evaluetion system. The exam, therefore, is not necessarily a cest of 
what you have learned or are doing, but sn attempt to size you up as s future leader and administrator. 


The following letter is presently being sent to lieutenants in the promotion zone for Lt. Cdr. requesting 
submission of sn essay: 


As a factor in determining your professionel qualifications for promotion to the grede of lísutenant 
commander in accordance with the provisions of paregraph 6d(6), NDM 56-46, you ere required to submit 
sn essey on one of che following questions. To aeatat you in anavering theae questione and to broaden 
your knowledge of NOAA, tha enclosed bibliography la suggested. 


(1) whet program p should be set by NOAA includi che rola that the NOAA Corpa should pray in reach- 
ing these zosls, and including significant accompliahmenta you would like to make personally? In 
addition, dtscuss one of the areas under (2) below; or 


(2) Discuss any chree of the following areea including their purpose, organization, and effectiveness. 
What improvements would you make, either programmatic or orgenizationally? 


a. Sea Grant Program 

b. Snvtronmentsl Sata Service 

C.e Marine Technology 

d. Coastal Zone Management 

e. Mapping, Charting, and Geodesy Program 
f. Living Resources Program 

g. Marine Ecosystems Analysis Program 

h. Near Real Time Forecasting Programs 

1. International Scter-ific Programs, for example, GARP 
j. Office ot Fleet Operations 

k. Remote Sensing Operations 


This examination will be evaluated by both the Officer Personnel Board and the Director, NOAA Corpa, and 
used slong with your fitness reports and past performance, in determining your profeseíonal qualifications 
for promocion. 


SUGGESTED 3IBLIOGRAPHY 


NOAA Budget Zstimatee, current FY 
NOAA Orgeaizatiíonsl Handbook 
PAO Brochures covering: 


s. Sea Grant 

b. Bavirommentsl Data Service 

€. National Oceamogrephic Instrumentation 
Center 

d. National Weather Service 

«. National Marine Fisheries Service 

ESO Bre. 


National Advisory Committee on Oceans and 
Atmosphere (NACOA) Reports 


SPECIAL RECOGNITION 


The Director, NOAA Corps takes great pleasure in reporting the following speciel recognition of Corps 
Officers: 


Commander R. Lawrence Sweneon haa been awerded the Progrem Administration and Manegement Award, one 

of NOAA's nighest awards with cash award of $1,000, tn racognition of his exceptional leadership and 
ingemuity in the formation and execution of the MESA New York 3íght Project, enabling a concerted and 
effective attack on the major environmental issues facing the New York and New Jersey coaetal regions. 
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OFFICIAL INFORMATION FOR NOAA COMMISSIONED OFFICERS 


Volume 6, Number 5 l May 1976 


TMZ ADMINISTRATOR PRESENTS AN OPTIMISTIC OUTLOOK FOR GEOPHYSICS IN NOAA 





The following extracts sre from Dr. Robert M. White's presentation to the American Ceophysical Union on 
April 12, 1976. 


"As NOAA noves more broadly into the field of environmental management, we are finding thac there is a 
ranga of zeopnysícal research thet is receiving new interest. NOAA haa grown in its first five years 
from a scientific and tecnnical service agency carrying out Craditional missions of describing and pre- 
dicting che state of the envirorment to an agency which is also deeply involved ín problems of environ- 
mental management. It haa evolved in this way as a result of legislation adopted aince {ts formation. 
This haa included cha Coastal Zone Management ı. ct, Che Marine Mammal and Endangered Species Accs, the 
Marine Research, Procection and Sanctuaries Act and the Deep Water Ports Act. Additional legislation 

ia aow being considered Sy the Congress. The Fisheries Conservation Act of 1976 to extend J.S. 
fisheries jurisdiccion co 200 miles has been sent to the Preaident for signature. Legialation to foster 
deep ocean mining send to asmend Che Coastal Zona Management Act is under active conaideration. NOAA vill 
play a central rola in the implementacion of this legislation. 


"In addition, NOAA has been called upon to meet national environmental and resourcea management needa; 
es for example in the support it haa Seen saked Co provide in connection with the development of our 
offshore oil and gas resources, as vell as in support of the national effort to increase food producti- 
vity. ¿Eivirommentel zanasgement requires s new awareness among geopnysicista of the iaauea at stake. 
Now ve must be nore sware v the problems that occur at the intersection of our individual sciencific 
disciplines snd Che social, economic and political problems to whose solution our understanding and 
«novledge csn contribute. ..... 


"Let us look sors closely st some of Che activities now being stimulated by environmental and resource manage- 
ment needs. vill select a few exauples of concern to NOAA. The potential sffects of the oxides of 
nitrogen or fluorocar5ona on integrity of the ozone layer lead to the need co manage and regulate the 
introduction of these pollutants. Research on stratospheric problems or problems of the photochemistry 
of the upper atmosphere snd studies of the possible conaequences of changes in che upper acmosphere, both 
upon human health snd cliínete, sre beinz given increased emphasis as a result. Our need to cope with 
worldwide food shortazes has stimulaced s vide ranza of geophysicai activities. We now experiment 

with earth resources and neteorological sateilítes fot crop assessment. We have increaaed our invest- 
Beat ín studies of climate and have generated great interest in programa that will enable ua co sntíci- 
pate changes in climace better. Zach of these transisces into programs of great complexity and possibly 
large-scale funding. 


"The new management system for our coastal zones is concerned vith the balanced use of this valuable 
area. DMéfficulet decigiona have to be made which can resolve problems of conflícting use. We vant 

to preserve our fisheries habitats, insure recreational values and st Che same time provide ahorelíne 
for industrial purposes and energy facilities vital to our national economy. It haa become increas- 
ingly important as s result to know che nature of sediment transport along our coasts, tO know mote 
sbout the details of ocean current systems and their fluctuations, snd to know more sbouc surf problems, 
beach erosion, and other nesrshore ocennic and coastal processes. Projects such aa our own Marine 
Ecosystems Analysis work in the New York 3ight and many of the projects sponsored through our Sea Grant 
Progrsm sre s start towsrds s much broadened activity. 
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"Congress has jusc sdopted a new fisheries management system in the Fisheries Conservation Acc of 1976 
which will extend U.S. fisheries juriadiction ouc to 200 miles. The Act calls for fisheries management 
to be based on the best scientific evidence available. Aa we move Cowards g rational fisheries manage- 
ment system, I visualize a much expanded effort to provide tha understanding of che relacionship of 
fish stocks co changes in the marine environment. This implies e greater need for knowledge of tha 
physics, dynamics and chemistry of Che oceans and new efforts, directed at predicting che future scete 
of oceanic conditions. 


"Envirormentel management problems associated wich development of new energy resources are slso of 
concarn to NOAA. They heve already scimulated a remarkable growch in oceanic resserch of all kinds. 

The environmental assessments raquired co support the decisions on development of new frontiar arees 

of our continental shelves represent an enormous undertaking to which we sre davocing aubstencial effort 
in cooperscion with che Bureau of Land Management. The impact has stretched the ship capabilities of 
both tha governmentel and songovermmenctal institutions. Thare ere few institucions involved in marine 
activities chat have cot teen involved, in one way or enother, by the nacionel need for environmental 
informacion on the geology and geophysics of the sea floor, the dynamics of the oceen currants, aa well 
as tha nature of neteorological conditions over our coastal vetars. ..... 


"what does all chis mean Co zeophysicists who look to future prospecca? 


"It means good years aheed wich auch to do on problems thet are boch scientificelly rewerding, snd which 
also respond to nacional needs for geophysical information." 


FORM 56-25 COMMENTS 


Form 56-25 la an extremely velusble administrative cool. 2very section is reviewed cerefully by the 
Corps Steff, the Officer Assignment Board or the Officer Personnel Board. The Director parsonally 
scrutinizes every submission and in pasc years has replied to individual officers who have made 
significant suggescione. The forms recaived this year heve been, in genaral, very well and consctien- 
tiously prepared. The Director has replied this yeer, to a large volume of conscructive queries and 
suggestions. Dxtracts ot these replies which could be of concern Co several officers, will appear in 
this amd ensuing issues of che 3ullecin. 


Communicacion 


I have noted commencs on the subject form to the effect of losing contact with other Corps officers, as 
do ochers serving in remote areas. This is a common problem for NOAA in general beceuse of che wide 
geographic distribution of ics people.  Intarnal communicacions vill alvays be a problem. You probably 
receive as zood end prompc nocífiícacion of Corpa mactars as sny ochar officer, buc you are hindered 

by not having sccess CO s "arapeviína."  Ihís meena thet you also miss much “bum dope.” 


I also sgree completely wíth comments about che need for closer concaccs between office end field. Our 
organizacíon ís so geogrsphically dispersed that communications will never be as good ae all would like 
them to be. This is just sa unfortunate fecc. 


My office does try co visit sites where chera sara concentrecions of officars, and wa heve hit Seattle, 
Norfolk, Boulder, snd Miami, recently. The trevel budget doas inhibit us from doing ell chet we would 
like to do. 


We should take sdvantage of any mechaniam to improve communication. I spprecíate very much receiving 
thoughts, suggestions and comments ‘rom field officers who, after all, sre our clients. 


Promocion and Communicetion 


I have noced comment on reducing the delay between notificetion and promotion detes. This is, of course, 
s fine objective. Unfortunately, it is occesionally necessary to hold up nocification beyond che ex- 
pected data beceuse Of e variety of faccors such ss: (l) incomplece analysis of the physical examina- 
tion; (2) uncertaincy over complecion of required coursee; (3) possible deley by the Senata in confirm- 
ing appointments; (4) inability of che Officer Personnel Boerd to agree on promocadility without more 
documentation on fitness, sc. 


Sometimes, such s mundane ching es inability to procesa Che pepers beceuse Of temporery staff shorteges 
and other priority work may slow che process. We heve a limited number of people co do a lot of work. 


Of course, when the deley ís not che fault of the individual officer, the promotion is made reCroactíve 
and no pay loss is experienced. we aca revising our processes in order to eccalerace Chese actions, 
but the lacesc changs will result in a less personal type nocificacion. A small price ts thus paid for 
expediency. 


200 





ARE NDC 


Promotion ?xaminatíon 


The combined operacions examination was dropped ss e promotion requirement by the Officer Personnel 
Board for saversl ressons. First, it vas not at sll claer thac hydrography was more important then 
other programs. Many officers never serve on s hydro projact, snd many see billeca today ere in other 
programs, which sre equelly ícportanc. Second, ic wes becoming increasingly difficult to obtain 
adequace raviews of tha completed examinations in a timely way. This vsa the main reason. 


NOS, by the way, {a scutely awers of tha need for hydrographic training. They are trying to devise a 
proper format. The Director hea requasted suggestions, but I understand that che response has been 
practically oil. 


We slvays use considerabla judgment in grading or svalueting officara in sny vay. Ic ts only right 

to expect sn officer who has had experience in e given eras to show somewhet more competence, aC lesec 
initially. The new lieucenent cocmander examinacion, by the vay, la very revealing, alchough ic is 
much mísundarstood. 


Qualified Sea Commands 


I sgree thsc coemand at sea should be assigned only co quelifíad officers. I would like to assura you 
that position on che lineel List is definicely not a deciding :sctor for those aaaígrmenta. It is sn 
unforcunace fsct chet some officers Cor one reason or snother are not es vell qualified to handle 
command sC sea ss ochera; however, to eliminate them from conaideracion for any aea duty would be 
grossly unfeír. i 5elieve that if you vill examine recent accíons víth ragerd Co appoincment to 
command positions, you will see that ve have noc done this aucomatically by position on the lineal 
lisc. In facc, you villaee thac some officers have noc experienced command at sea ac all. You should 
should not íncarprac this as meaning thec Chey are noc qualified. The ooportunities for command at sea 
must 5e bslenced off egainsc che opportunities or requirements for other positions. 


Career Ladders - “FS 


I vould suggest chat ve do noc craeca career lsdders in organizetions but in progrems. While we asy 
have only several dozen officers within che NMFS, we heve more chen thet concerned with the living 
resources progrsms of OAA. Our presenc career ladder in living resources involved injecting of ficars 
inco tha system as early asa posatdSle, preferably aboerd veaaels supporting the living resources program 
buc, if this is noc alwsys poasible, into the laborstoriesa. The duties within the Laboratories vary 
considersbly, aa you well ~*y imagine. Ic fa ancictpaced thet officers leaving the laboratories vill z0 
to ses and, onca sgein, pre.araoly aboard Fisheries veasels, thua creating a ladder in this program with 
the usuel sea-ahorsa rocacion and che upward mobility co different executive levels. Considering that ve 
heve worked in this area for only a little over :ive years, I think that ve have made a good start. The 
negetive sttitudss chac you mencion are easily changad by a good parformance and good vill, and ve sre 
seeing much avidence that our program has become more sacceasful aach year. 


Assignments - Rocactton of Sea Billets 


As you msy know, OFO proposed a fleet augmantetion plen for boch officers end crew which would permit an 
extansion of tha season through rotation of individuale. Our suggeacion to OFO was to heve an encire 
Cleas I vsrdroom et each “Marine Center in order properly to accomplish this. The budget failed to 
support the plan, Suc severel officers could de so used, and have been in the pasc. The time for this 
idee msy finally be upon us, wich 106 officer sillaca in Seeccle snd too many of Chem ac sea. 


Assignments - ‘somen officers 


Not vary many officers are assigned to shipa supporting living reaources programa right out of the 
training clsss. Those who are have been carefully selected. It is imperecive chat we do a super- 
excellenc job of helping those projects. Tha OOD qualificacion la importent because of he small 
size of the staff and che need for ocher kinds of treining. Thera is mo prohibition against femala 
officera serving on fisheriea-cype shipa, ín any cese. 


All women officsre coming ouc of Kings Point sre not going co Cleas I's. Thera ia no discriminatory 
policy hers either. The billecs available are open to all graduetes of a given class. “hat you are 
seeing is the inevitsble result of discribucing 8 to 12 women per year over the whole fleet. We do 
pot, however, discriminece in hiring aicher, so this number ía verieble. 


It still {is nacessary to peir officers up to avoid wescing valuable bunk space, no matter vhac class of 
vassel is concsrned, and this is a reasonable snd necessary condition which we ausc sccommodaca to. 


By che way, WHITING sailed for the Virgin Islanda with two female officers sboard snd MT. MITCHELL 1s 
in Puerco Rico with one, snd coincidantelly the RESEARCHER currencly haa none. 


3 


AO: 





AEBENDIXT C 


Assignments - The Process 


I do not believe chat we will aver heve an sssignment boerd whose makeup is acceptsble co all officers 
of the Corps. However, l believe the balance ia quite close Co what it should be at this time, end chet 
oeither Junior nor senior officers have more influence than they sre qualified to exert. 


Administrative snd Manegerial Treining 


It ts true chet many young officers do noc want Co beliave that they are part of management; however, 
vs are nov coming down very hard on our juntor officers with regerd to their roles as Federal officials 
and officers of The NOAA Corps, and we are lavying on them requirements for personal conduct chat ve 
have not considered necessery in the past. Our recent experiencee, as usual, show us deficiencies in 
our training program and as [sect as ve can identify these, we will work to eliminate chem. 


Also, I agree thee middle ranking Corps officers should be involved in a formal progrem of administra- 
Cive trsining. Thia ta exactly whet we recommend snd that we encourege ell officers to do. Under our 
present practices, training is Che responsibility of che individual program managers and ve look to each 
officer working within hia own office to select the most appropriate administrative treining courses for 
himself, which are then ¿unded by that particular office. I¢ hea been previoualy recommended that all 
officers recaive cormal scructured Training for specific periods of time before reporting ro shore besed 
aseaignments. Until we have more officers in che Corpa, this, unfortunately, will de excremely difficult 
to achedule. 


The Ships Officer's Rola In Protect Plsnning 


It is, unfortunately, not possible in all cases tor officers to be more directly involved in the project 
plsnning phase, or for chat matter, to be more directly involved in the processing of the records and 
evaluation of the results, for a variety of reesons. The geographic dispersion of the peoole, and the 
fact that some scientific projects are not too well planned anyhow make ic difficult. In apite of these 
handicaps, plus che short leed "ine on some OCSEAP projects, the shipa and scientíats have done very well 
in keeping things glued together. Wherever early and 'oioc planning is posaible, ít should be done, and 
sometimes Chis could Se at Che initiative of the ship. Many scientists are noc accustomed to finding 

the competence aboerd ships that we have, so their processes may differ widely from oura. 


Advenced Standinz 


The advanced standing policy of the NOAA Corps has been reviewed regularly and critically, and we be- 
lieve that it is most appropriate to maintain it as ic is now operatec. It would be groaaly unfeir 

to sppoint en officer 35 yeers old as an ensign. If the lineal liat is to have sny validity, it mse 
represeot a gradueted scale o€ capabilicies from top to bottom, 1.e., each officer should aee the officer 
senior to him as being slightly more cepable of making a contribution To the operations of NOAA 5ecause 
of his experience, education, training, etc. The otficer just below any individual, by the same token; 
should be slightly less capable. Officers sre reviewed annually and the lineal list ia adjusted to 
sttempt co produce chía result. As you know, advenced stending 13 wiven ac chia time only to chose 
officers coming from che military servicea who have demonstrated performance of duty which ¿s documented 
to our setistsction. This is only right, inasmuch ae they are elso credited by law with time fur re- 
tirement and time for pay. We beliave our present policy is correct and that it operates prooerly. 
However, this in no way eliminatea Che pain when an officer ia apvotnted higner on the lineal list than 
sny One individual who hae been ín the service for soma Cima. We are well aware of the pros «nd cons 

of this argument apnd believe that the situation je being properly hendled at this Time. 


Appearance 


I, too, would like to emphasize profeasional development and to spend less time stewing over hair 
styles. Unfortunately, thare seems Co be a high emotional content to this issue on all sidea. Of 
course, personal cleenlineas and appearance do require reinforcing. You have now seen ample evidence 
of people "zoing to seed” wnen arriving aboard ship. The line has to be drawn somewhere, and Chia is 
where Opinions differ. 


My office has adopted a fairly liberel position on these matters and, if a few officers did not push 
it to the Limit, we could all accommodace. 


Uniforms, Official --- Regulations and Allovences 


The uniform regulecions are on the wey. We have few details laft to settle and we hope cto heve it in 
print shortly. 
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APPENDIX D 


: NOAA CORPS INSTRUCTIONS AND REGULATIONS A 


(Teor Instruction Sheet off here and submit only the report to: Chief, Commissioned Personnel Division NCI) 


.$. DEP 
NATIONAL CE ANC 


INSTRUCTIONS 


(For Preparing NOAA Form 56-6, "Fitness Report for Commissioned Officers'') 


(See NDM 56-06 for further instructions) 


Thus report 1s used with previous fitness reports for the purposes of assıgnment-making, career development 
and promotion. It should be factual and unbiased. Otficers should be rated in comparison with officers of 
amuar grade and service. To insure the ıntegrity of the systems, ıt ıs important that these instructions be 
carefully read prior to preparation of the report. 


Item 


Item 


Item 


Item 


item 


Item 


Item 


OUTSTANDING 


Form Items 


When “from” or “to” date represents reporting or detachment date of the rated or rating 
officer, use the organization code change date shown on NOAA Form 56-Il (Travel Order and/ 
or Organization Change Order). 


Check appropriate box. 
(e. g. DOE, John L., Jr.) 
(RADM, CAPT, CDR, LCDR, LT, LTJG, ENS) 
Check appropriate box. 


Specify major component, unit, and location (e.g., NOS, SURVEYOR, Seattle, Wash.; ERL, 
Earth Sciences, Boulder, Colo., NOAA HQ, Office of Administrator, Rockville, Md.; or NWS, 
Ops. Div.; Kansas City, Mo.). 


Avoid vague terms such as "junior officer duties" or "Administrative Assistant". 


When a mark in a particular category cannot be determined from duty performance, estimate 
the officer's present potenual. If you feel you cannot grade the officer on three of more 
rating categories because you lack evaluauve informauon or the officer was under your 
supervision for too short a period, omut madung any of the raung categories and explain 
the macer in Item U. 

All of the ten rating categories listed in Item 8 are of equal value. Grade values are: "Out- 
standing’’- l0 points; "Excellent" - 8 points; "Very Good" - 6 points; "Satisfactory" - 4 
points; and "Poor" - 2 points. 


The expected distnbution of grades in ltem 8 for all! NOAA officers is: 
MOTE: The averoge grade is “Very Goo’. 


15% 
EXCELLENT 


No correction will be applied to the total mark resulting from your grading, therefore, grading 
an ofhicer higher chan is. warranted by a ue comparison of perfomance mith cnac of concem- 
poranes will seriously compromise the value and udality of inis repoa. 











60% 





15% 


SATISFACTORY 


5% 57% 





VERY GOOO 
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Item 9. 


Item 10. 


]tem 11. 


[tem 12. 
ltem 13. 


[tem 14. 


Item 15. 


APPENDIX D 


Check appropnate box on each line. 


This section must not be left blank, Read the instructions on the form. Use extra sneets for 
elaboration a necessary. 


This sechon must not de left blank. Read the heaaing for detailed instructions. Atcacn commen- 
dations and other evaluative reports not previously submitted, making reference co them in this 
section. If you secommend this officer for sccelerated promotion, include well-documented evi- 
dence of outstanding performance and give examples of demonsaated abulicy to handle respon- 
sibilities, companng that officer with all other officers of that grade and length of service. 


Each rating officer wul include in the report in this section a statement “I consider {do not con- 
sider) this officer's progress satisfactory, and cecommend retention in ( separation from) the 
NOAA Corps”. If there ts a negative recommendation, statements shall be included to support 
this contention. Reports containing negative recommendations shall be submitted as prescnbed 
in paragraph J.d., NDM 56-06. 

Check appropriate box, 


Trend of Performance is the trend oí consecutive reports made by the same rating o(ficer while 
the rated officer is in the same assignment. 


Check appropnate box. 
(a) "Rating Officer" is the person who assigns the ratings and makes the comments. 


(b) "Reporting Officer" is the supervisor of the rating officer except that if the rating officer is 
head of a more-or-less independent entity (e. g., commanding otficer of a si. p or director of 
8 laboratory) that officer shall sign in both capacities. 


(c) Raced Officer” is the officer being evaluated. The report must be discussed with the officer 
and must be signed in the space provided. If the rated officer believes he/she has been un- 
justly graded, or has been ziven a poor raung, the officer muse be advised of the enutlement 
to submit, mithin a 10 dav period a statement to the Director, NOAA Corps. See NDM 56-06. 
If che officer 1s not readily available for signacure due to detachment or detached dury, the 
raong officer shall provide ‘he officer with a copv of the report, explain the circumstances 
in [tem ll, and transmit che on ginal report ro he Chief, Commissioned Personnel Division. 

Transmittal Instructions 
(These instructions are effective pending revision of NOM 56-06) 


Fitness reports shall be submucted in duplicate and routed as follows: 


(a) The Wiginal Ficness Report shall be submicced directly co che Chief, Commissioned Per 
sonnel Division, marked ‘For NC] - DO NOT OPEN IN MAILROOM.” On che original 
finess report, it should be nored that s copy has been forwarded through channels. 

(See item 12) 


Retention of Copies 


Rating officers may retain a copy of each fitness report submitted to facilitate the submission oí subsequent 
reports. Retained copies are for the sole use of the rating officer and shall not be maintained as an activity file 
nor shown or passed on to a subsequent rating officer. 


204 





Transmittal "o. 100 > 


APPENDIX D 


m M Directives Manual 





56-06 FITNESS REPORTS FOR COMMISSIONED OFFICERS 


l. Purpose 


To provide instructions for the preparation and submission of 
Fitness Reports for Commissioned Officers, NOAA Form 56-6 (See Exhibic). 


2. Submission 


a. Periodic fitness reports shall be submitted by each officer's 
immediate supervisor as follows: 


(1) Lieutenants and above -=- annually for the period ending 
December 31. 


(2) Ensigns and Lieutenants (junior grade) -- semiannually 
for the periods ending June 30 and December 31, respectively. 


(3) When either the officer or his immediate supervisor is 
transferred or othervise leaves his position. 


(4) When the performance of an officer is deemed either poor 
or exceptional. 


(5) When a supervisor considers an officer unfit for retention 
because of incompetence, ínapcitude, or other valid reason. 


(6) Upon the request of the Chief, Commissioned Personnel 
Division. 


(7) Reports must be sequential, covering each day of an 
officer's career. Reports covering other than normal periods (June 30 
and December 3l), such as those covered by (3) above, will end on the 
day of detachment. The reporting period shall begin on the day after 
detachment covering such travel, proceed, and leave time as may have 
been taken. Supervisors making reports covered by (4), (5), and (6) above, 
Shall make their next report for the period beginning the day following 
said report. 


b. The submission of either a semiannual or annual fitness report 
is not required when a detachment report has been, or will be, submitted 


within 60 days of the due date of the annual or semiannual report. 


c. For each otficer below the grade of iieutenant commander, the 
rating officer shall include a Statement ín the report regardiug the type 
and extent of training gíven the officer during the rating period. 
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56-06 FITNESS REPORTS FOR COMMISSIONED OFFICERS (Cont'd) 


d. Every effort shall be made to render as comprehensive an 
evaluation as possible since these reports are the basis in selecting 
officers for promotion, assignment, and separation. When a complete 
evaluation cannot be nade, the reason shall be noted in the report 
under General Comments. 


e. Each rating officer will include in che report in section 
ll a statement "I consider (do not consider) this officer's progress 
satisfactory, and recommend his retention in (separation from) the NOAA 
Corps." If there is a negative recommendation, statements shall be 
included to support thís contention. Reports containing negative 
recommendations shall be submitted as prescribed in 3.d. below. 


3. Procedures 


a. The Fitness Report shall be signed in the "rating officer" 
block (icem 14) by the supervisor who actually evaluates the officer's 
performance. Ic will then be referred to the next supervisory level 
for signature in the "reporting officer" block. If the head of a 
more-or-less independenc activity (e.g., the commanding officer of a 
ship or director of a laboratory) actually evaluates an officer's 
performance, he shall sign as both the "rating" and "reporting" 
otficer. 


b. The Fitness Report must be shown to and discussed with the 
officer being rated and he shall indicate that he has read it by signing 
in the space provided. It ís the responsibility of the supervisor to 
inform the officer of his strong points and his weaknesses and, if 
applicable, to specify how his performance can be improved. The 
signature of che rated officer in item lá does not necessarily signify 
that he agrees with the report. It indicates only that he has seen 
the report. If che officer is not readily available for signature 
due co detachmenc or detached duty, the rating officer shall provide 
the officer with a copy of che report, explain che circumstances in 
item ll and transmit the original report to the Chief, Commissioned 
Personnel Division. 


c. If an officer believes that he has been unjustly rated, or 
if a report on hím has been submitted for poor pertormance, under 
2arovisions of paragraph 2a(4), re is entitled to forward, within 10 days 
from che date ot discussion of the report with his supervisor, a 
statement on his own behalf to the Director, NOAA Corps either through 


channels or direct. In the latter instance, he must inform his 
supervisor that he has exercisec his right under this paragraph to 
«rite direct'v to the Director. “hbe supervisor shall intorm the 
Dbmector the’ oe hgs Seen not wt fed. 


ir Boyle ~ 
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56-06 FITNESS REPORTS FOR COMMISSIONED OFFICERS (Cont'd) 


d. If a special report is prepared under paragraph 2a(5), the 
supervisor will retain the report for 10 days after having discussed it 
with the rated officer; during this period, the rated officer may present 
any statement he chooses to make in his behalf for submission to the 
Director, NOAA Corps with the Fitness Report. The rated officer may elect 
to forward the statement directly to the Direccor, NOAA Corps provided 
he notifies his supervisor that he is taking such action. The supervisor 
shall inform the Director that he has been so notified. 


4.  Transmittal Instructions 


a. All Fitness Reports shall be submitted to the Chief, Commissioned 
Personnel Division; the envelope in which forwarded should be marked: For 
CCl; DO NOT OPEN IN MAILROOM. 


b. Fitness Reports covering the performance of officers assigned to 
the National Ocean Survey will be forwarded through the „irector, National 
Ocean Survey. In addition, Fitness Reports covering the performance of 
officers on ship duty shall be routed as follows: 


(1) For those in ships home-ported on the East Cosst: through 
the Director, Atlantic Marine Center and the Director, National Ocean Survey. 


(2) For those in ships home-ported on the West Coast; through 
the Director, Pacific Marine Center and the Director, National Ocean Survey. 


(3) For those in ships home-ported in Detroit, Michigan: through 
the Director, Lake Survey Center and the Director, National Ocean Survey. 


5. Effect on Other Instructions 


NOAA Directives Manual 56-06, dated August 24, 1971, ís hereby 
cancelled. 
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56-44 COMMISSIONEO OFFICERS - AUTHORITY AND PRECEDENCE 
l. Precedence Among NOAA Officers 


a. The Director, NOAA Corps, subject to the provisions of 
Section 2(f) of Reorganization Plan No. 4 of 1970, has the grade of 
rear admiral (upper half) while so serving. The Director, NOAA Corps 
takes precedence above all officers of the Corps, except an officer of 
the Corps who is serving as the Associate Administrator of NOAA. 


| b. Precedence of all other officers shall be arranged on 
the lineal list by the Director, NOAA Corps, as recommended by the 
Officer Personnel 8oard. 


c. The lineal list shall be arranged to show precedence 
between grades in accordance with NDM 56-40, with vice admiral as the 
highest grade. 


(1) An officer upon original appointment shall be assigned 
a position on the lineal list based on date of appointment and an evaluation 
of the officer's record. Such an officer who is not granted advanced 
standing shall be assigned the date of commencement of the training class 
aS a promotion control date. The promotion control date of an officer 
originally appointed with advanced standing shall be computed from tne 
date of commencement of the training class. In either event, date of 
rank shall 5e the same as the promotion control date. 


(2) The promotion control date of an officer who is re- 
appointed, or originally appointed with advanced standing and does not 
attend a training class, snall be computed from the date of appointment 
or reappointment, as applicable. Date of rank and promotion control 
date shall be the same. 


(3) An officer who is initially appointed to the temporary 
grade of ensign shall, upon Senate confirmation in the permanent grade 
of ensign or higher, be assigned a date of rank in the grade confirmed 
the same as the officer's date of rank as temporary ensign. 


(4) An officer promoted from the temporary grade of 
lieutenant (junior grade) to the permanent grade of lieutenant (junior 
grade) shall be assigned the same date of rank as held in the temporary 
grade of lieutenant (junior grade). (NOM 56-46, par. 7b(1)). 


(5) The date of rank of an officer temporarily promoted 
one grade pursuant to NOM 56-46 (paragraph 7b(2)) shall be the effective 
date of the temporary grade. 

d. Officers with the same dates of appointment in any grade 


below rear admiral shall rank in tne order in which they were recommended 
for promotion by the Officer Personnel Board. 
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56-44 COMMISSIONED OFFICERS - AUTHORITY AND PRECEDENCE (Cont'd) 


e. An officer who has lost lineal numbers or is advanced on 
the lineal list shall rank immediately after the officer who is ahead 
in the new position on the lineal list regardless of date of rank. 


f. An officer who was passed over for promotion due to ad- 
ministrative error, or wno was removed from the line of promotion and 
subsequently returned to the line of promotion witnout prejudice, shall, 
upon retroactive promotion, surfer no loss of precedence and shall be 
ao a Gate of rank restoring him to his proper position on the lineal 

oc. 


g. AS prescribed by 33 U.S.C. 853r, the Officer Personnel 
Board shall, at least once a year, recommend such changes in the lineal 
list as the Soard may determine. 


(1) 2n or about March ] of each year (or at such time as 
the Director, NOAA Corps, may direct), the Officer Personnel Board shall 
review the records of each officer who has, or will have, completed at 
least two years of service for promotion purposes during that calendar 
year and recommend to the Director, NOAA Corps, cnanges to the lineal 
list as warranted. 


2. Precedence When Servina with the Army, Navy or Air Force - When 


serving with tne Army, ‘avy or Air Force, officers of the NOAA Corps 
shall rank with and after officers of corresponding grade and of the 
same length of service in that grade, in these uniformed services (33 
USC 856). 


3. Exercise of Authority 


a. All NOAA Coros officers on active service are at 
all times subject to NOAA Corps authority and shall exercise authority 
over all persons who are subordinate to them, in accordance with these 
regulations and orders from competent authority. Exception: Any officer 
under arrest, suspended from duty, in confinement, or otherwise incapable 
of discharging his duties shall not exercise authority over others. 


= æ yu 


b. All officers on the NOAA Corps retired list are subject 
to the authority of the NOAA Corps, but no officer on the retired list 
shall place himself on duty or exercise authority over officers in the 
“OAÁ Corps without orders from competent authority. 


c. An officer directed to command by competent authority, or 
who has succeeded to conmand, has precedence over all officers and other 
persons attached to the command of whatever rank or classification. 


= 2 = 
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d. An officer who succeeds to command due to the commanding 
officer's incapacity, death, departure on leave, or absence due to orders 
from competent authority, has the same authority and responsibility as 
the officer wnom he succeeds. 


e. The executive officer, while in execution of his duties 
as such, shall take precedence over all persons under the command of 
the commanding officer. 


4. Authority in Special Situations 


a. An officer embarked as a passenger in a ship or aircraft 
not under his command, unless otherwise specified in his orders, has no 
authority over, nor responsibility for, the ship or aircraft. 


b. Officers embarked as passengers who are junior to the 
commanding officer (if not on the staff of an officer al~) embarked ) 
may be assigned duty wnen the exigencies of the service render it 
necessary, of which necessity the commanding officer shall be the sole 
judge. Passengers thus assigned shall have the same authority as though 
regularly attached to the ship, but have no additional claim to quarters 
oy virtue'of such assignment. 


5. Succession to Command 


a. Rank is the order of precedence among members of the 
Uniformed Services (37 USC 101 (16)). Grade is a step or degree in a 
raduated scale of office or rank that is established by law or regulation 
137 USC 101 (15)). Rank may also be described as that character or quality 
bestowed upon persons which marks their station and confers eligibility 
to exercise command or authority in a uniformed service within the limits 
prescribed by law. 


b. Command is exercised by virtue of office or by assignment 
of individuals designated by competent authority. 


c. During the absence or disability of the Director, NOAA , 
Corps,or in the event of a vacancy in that office, the Chief of the Program 
Planning, Liaison and Training Division, NOAA Corps, shall act as Director, 
NOAA Corps, unless otherwise directed by the Administrator. 


d. In the event of the incapacity, death, relief from duty, 
or absence of the officer detailed to command a unit, the officer” shall 
be succeeded hy the following, in the order enumerated: 
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(1) Shore Units 
(a) The assigned(or designated executive officer) 
or deputy. 


(b) Other assigned commissioned officers in the 
order of their seniority, unless otherwise specified by competent authority. 


(2) Ships 


(a) The assigned or designated executive officer. 


(b) Other assigned commissioned officers who are 
certified as qualified for officer of the deck watches underway in the 
Order of seniority. 


The commanding officer shall publish this order of 
succession to comand. 


e. 


Whenever an officer is succeeded by a civilian as officer-in-charge 
or equivalent position, the senior commissioned officer assigned to the 


unit will become commander of the officer personnel for that organization, 
but all will remain under the authority of the individuat~in-charge of 
the unit. 


T^ 


An individual who becomes commanding officer or officer-in-charge, 
in accordance with the preceding paragrapns, shall promptly report that 
fact and the reasons therefor to the immediate superior. 


6. Effect on other Directives. NOM 56-44 dated August 23, 1971 
is cancelled and superseded. 
orld, 
a 3, 
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56-45 COMMISSIONED OFFICERS - ASSIGNMENTS 
l. General 


a. The Director, NOAA Corps, is responsible for assigning qualified 
officers to authorized positions and for affording each officer an assign- 
ment which will offer opportunity for development of professional and per- 
Sonal capabilities. Assignments are based on service requirements, the 
professional needs of the individual officer and, to the maximum extent 
practicable, on the preference of the officer (Sec. 12, DoC Order 25-5B). 





b. In general, the Director, NOAA Corps makes direct assignments 
to specific positions only when key positions are involved. Assignments 
to positions within Primary Organizational Elements are made by the Director, 
NOAA Corps, after consultation with the Director of the POE and/or Major 
Line Component, NOAA Corps Liaison Officer. The assignment of duties to 
officers ordinarily is the responsibility of the shit or organization to 
which officers are being assigned. Permanent transfer of an officer to a 
billet must be coordinated with the Office of the Director, NOAA Cor»s. 
This is necessary to maintain orderly planning within the assignment 
process, particularly with respect to Officer Assignment Board actions, 
un and to assure that personnel and financial records are properly uodated. 
This is in no way intended to restrict proaram managers from temoorarily 
reassigning an officer cue to an emergency or program need. 


c. It is expected that any officer assigned to a ship will 
qualify as Underway Officer of the Deck at the earliest opportunity. 
This is a very important factor in determining an officer's early career 
advancement towards positions of higher responsibility. The Drograms 
of each ship shall be planned to permit such qualifications. 


2. Officer Assignment Board 


a. The Officer Assignment Board (OAB), appointed by the Director, 
NOAA Corps, shall consist of not less than four officers on the active list, 
one of whom shall! be from the Commissioned Personnel Division. The 
senior member of the Board serves as Chairman. 


b. The OAB assists the Director, NOAA Corps, in developing and 
administering policies governing the assignment of commissioned officers 
and the professional career development of the individual officer. 

To this end, the Board will examine personnel assignments and make 
recommendations to the Director, NOAA Corps. 


c. Whenever possible, recommendations for assignments will be 
sent to the Director, "NOAA Corps, at least 7 months “n advance of ar 
anticipated change of assignment. 


= Trans-!ttal No. 404 


26 au 


212 








APPENDIX D 


Cx S&C — DATE 
TS hd Directives Manual 8-8-77 
56-45 COMMISSIONED OFFICERS - ASSIGNMENTS (Cont'd) 


d. The Board will meet at least once a month at the call of the 
chairman. 


3. Major Line Component Liaison Officers 





The Director, NOAA Corps, with the concurrence of each respective 
Major Line Component Director, cesignates a senior commissioned officer 
within each MLC to carry out the collateral duty of NOAA Corps Liaison 
Officer. Duties of a NOAA Corps Liaison Officer are as follows: 


(a.) Coordinates the assignment of commissioned officers to the 
MLC. This officer generally acts “for" the MLC Director and is 
responsible for xeeping the Director informed of the status of 
commissioned officer assignments throughout the MLC, see 1.b. above. 


(b.) Provides MLC clearance at the headquarters level prior to 
forwarding a reque.t for assignment of a commissioned officer to the 
Director, NOAA Corps, see 5. below. 


(c.) Keeps Commissioned Personnel Division informed as to which 
MLC requests continue as valid requests on the Officer Assignment Board 
agenda. 


(d.) Acts as a central point of contact for information 
concerning officer assignments within that MLC. 


4. Assianment Process 


a. Consistent assignment policies and procedures shall be 
used to meet NOAA requirements and tco enable the individual officer to 
take part in his or her own career planning. Each officer should be 
aware of the assignment mechanisms so that he or she may exert proper 
influence on them from time to time by thoughtful, active participation. 
Such participation should include becoming generally familiar with NOAA's 
Organizational Handbook and knowing what Dillets are presently filled ov 
commissioned officers. The NOAA Corps Bulletin pubiishes a Locatior 
Roster listing where each officer is assigned as of 1 April and i Qctcber 
9f each year, and provides ongoing information concerning assianmen = 
openings, descriptions, and career plans. Once determined an „f*icer 
should maxe assignment preferences and personal desires known 2S eaviv 2s 
possible. 


b. An officer generally becomes available for reassignment 
consideration several months prior to the end of wnat constitutes a 
normal tour of duty. A normal tour, however, nay be lengthened or 
shortened due to unforeseen circumstances sr through scheduled 
adiustments 2s required to place officers with prover aval*ficat*ors are 
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desires in specific billets, The "review date" is the time when the 
Officer Assignment Board is scheduled to review an officer for 
reassignment. This is usually seven months or more in advance of the 
time that the officer could expect a move. In practice, an officer is 
seldom up for review at any specific date, but is considered many times 
during the assignment process in order to optimize the matching of 
qualified individuals with the needs of the organization and to the 
extent practical to those of the individual. Determination of the review 
date is based upon a number of factors involving the nature of the work, 
the situation with respect to the organization and the officer, etc. 
Mindful of this, the officer should make personal wishes known 
sufficiently in advance of the board's deliberations. 


C. Vacancies come about through the departure of an incumbent 
or the creation of a new position. These vacancies are filled by 
Selecting the best qualified officers from among those currently 
available for assignment or reassignment. An officer's qualifications 
are determined from the Official Personnel File. It is the officer's 
responsibility to assure that all relevant information has been forwarded 
for inclusion in the file. : 


d. Officers are expected to be aware of the limitations in 
the assignment process and to realize that individual desires may not 
always be satisfied. However, an officer's opportunities to fulfill 
career goals are greatly enlarged by active participation. Officers 
should actively participate by: 


(1) Giving thought to their careers as a whole; 
(2) Investigating jobs which interest them; and 


(3) Forwarding assignment preferences at the end of the 
calendar year via the Service Report, NOAA Form 56-25, through the 
immediate supervisor to the Director, NOAA Corps, Attn: NCI. 


(4) Forwarding assignment preferences by letter, as often as 
desired, through the line of authority/chain of command to the Director, 
NOAA Corps, Attn: NCI. When an officer is requesting assignment to a 
specific billet or program area by letter, a copy should be forwarded to 
the cognizant MLC liaison officer, e.g., a request for assignment to the 
NMFS, Pacific Environmental Group or "MFS, Marine Mammals program 2rea 
should note that an information copy has been sent to the NMFS Liaison 
Officer. 


5. Reouest for Assianment of a NOAA Commissioned Officer 


“ne Director. "DAA Corps is responsible for the assignment of 
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commissioned officers throughout NOAA, in compliance with broad goals 
established by the Administrator, for the most effective utilization of 
the NOAA Corps in support of NOAA's programs. An office with a need for 
a commissioned officer should submit the request (see attachment 1) 
through tne appropriate chain of commana (includes Director, Major Line 
Component - Attn: NOAA Corps Liaison Officer) to the Director, NOAA 
Corps. Although positions and funding are centrally managed by the 
Office of the Director, NOAA Corps, it should be noted that certain 
support costs are chargeaole against the benefiting organization, i.e. 
MLC/POE. Liaison officers and/or the Office of the Director, NOAA Corps, 
can provide details concerning positions and funding. 


6. Duty Tours 


a. Whenever possible, an officer's first assignment shall be aboard 
a NOAA ship, or ona field project. 


b. Initial sea duty tours typically are eighteen months to two years 
in length with subsequent sea tours of two to three years. 


C. Shore Duty tours following initial sea assignments are normally 
two to three years in length. 


d. Assignments may de lengthened or shortened for the convenience of 
the Government. Tour lengtrs are governed by the nature of the assign- 
ment or mission. All tours tend to become longer with seniority in 
service. 


e. Emergency assignments are exempt from all timing limitations of 
any nature and may start and stop at any time required by the emergency. 


f. Any officer assigned (PCS) to either Alaska or Hawaii is expected 
to serve in that assignment at least two years unless relieved earlier by 
the Director, NOAA Corps. An officer who is unwilling to so serve should 
refrain from requesting such an assignment. An officer selected for such 
assignment without requesting it and is unwilling to serve the two years 
should so indicate upon being notified of impending assignment. The 
Director will then determine whether the assignment will be made without 
the two-year stipulation. The resignation of an officer assigned under 
the two-year stipulation normally will not be accepted until two years 
after the effective date of his orders to such assignment. 


7. Types of Duty Tours 


During the assignment orocess, consideration shall be given to the type 
of duty being assicned. However, it should be realized that total equity 
between contemocraries cannct always be maintained. In fact, variations 
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will be imposed whenever it is in the best interest of the Government. 
Numerous anomalies exist within each "type" of duty, e.g. Class I ship 
duty vs. Class IV ship duty or field parties moving at four to six month 
intervals or fixed duty with regular hours vs. fixed duty on shift-work. 
Equating such types of duty 1s purely judgemental. Thus, comparison of 
the number of months one officer has spent on a particular type of duty 
with those of another officer is not necessarily a valid comparison. 
Consideration of type of duty oeing assigned is given primarily to assure 
oroadening of each officer's professional development without causing any 
particular officer to experience too much duty in any one category. 

Types of duty are as follows: 


a. Sea duty - Assignments where an officer's orders are so endorsed, 
and indicate an assignment aboard an operational vessel. Assignment to 
temporary sea duty must be documented by forwarding an endorsed copy of 
the official order to Commissioned Personnel] Division, Attn: NCI. 


b. Fixed shore duty - Assignments to Headquarters, a Marine Center, 
laboratory, full-time training at a university or college, ship 
construction base, or such similar duty which requires only brief travel 
periods, if any, from the official duty station. 


c. Mobile duty - Assignments where the officer is required to travel 
so frequently that "blanket" travel orders are necessary due to the 
officer being in a travel status throughout the majority of the tour. 
Typical examples are: 


Hydrographic Field Parties 
National Geodetic Survey Parties 
Tides Parties 

Flight Duty 

Recruiting Duty 

Airport Survey Parties 
Photogrammetric Parties 

Lake Survey Center, R/V SHENAHON 


8. Voluntary Independent Research Activity 


In order to permit the fullest use of the physical and intellectual 
resources of the OAA Corps; captains of NOAA vessels, directors of 
Primary Organization Elements, installations, and NOAA supervisors at 
appropriate other organizational levels should encourage anc supror* 
voluntary independent research and/or experiment by officers of “he “224 
Corps during duty and nonauty hours subject to certain previsions 
contained herein, 


Recognizing that plans and schedules never completely anticipate future 
developments, including whims of nature and conditions of serv*ce, there 
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will be occasional intervals of inactivity. Also, in some locations, 
some officers may desire to make use of their leisure time. 


Consequently, each commissioned officer is invited to pursue some 
independent line of scientific inquiry related to the general mission of 
NOAA. Ship captains, directors, or top local supervisors may make 
facilities and equipment available for such voluntary activity, subject 
to the following provisions: 


a. The officer, whose substantive duties have been completed, wishes 
to perform such study. 


b. The officer is off duty and wishes te perform such study. 


C. The officer's correspondence courses and workbook obligations are 
up-to-date. 


d. Use of facilities and equipment must not interfere with 
Scientific operations or experiments in progress. 


e. No aspect of officer study would warrant moving a ship or 
aircraft otherwise at rest, or stopping a ship otherwise underway; but 
the captain may approve such actions. 


f. Althougn helpful, study need not be directly related to 
immediate duties. 


g. Proposals should not have such amibitious implications as to 
raise the question of interference with regularly assigned duties, or be 
of such duration as to interfere with the officer assignment process. 


The director of each Primary Organization Element may approve sending of 
limited quantities of books and equipment to officers at remote 
locations, based on: 


Cogency of the oroposal for such study, 

Ability of the officer to complete the work satisfactorily, 
Relevance to the agency's over-all mission, 

Availability of equioment. 


Each study or experiment should be summarized for placement in the 
officer's personnel jacket. Quality of thinking is more important than 
the size of the study. !t is not necessary to prove anything but it is 
important to be clear and accurate. If en idea is developed to the coint 
where it is suitable “or a technical note or paper, the officer is 
encouraced *o »ublis^ i^e work in conformity with agency procedures ^or 
Publication, 


Al? officers are rewinded that. since this study work often involves an 
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56-45 COMMISSIONED OFFICERS - ASSIGNMENTS (Cont'd) 


interface with other scientists, questions (such as who uses what data) 
may arise from time to time which require tactful handling. In the event 
of a disagreement, the decision of the local top supervisor must usually 
govern. 


9. Effect on Other Directives 


NDM 56-45 dated June 6, 1973 is cancelled and superseded. 
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56-47 COMMISSIONED OFFICERS - NONDISABILITY RETIREMENT 
]. General 


a. The NOAA Corps retirement system, like the retirement systems 
of al] the uniformed services, is structured on the basis of a 30-year 
career. Maximum retired pay is based on 30 years of active service 
(27172 = x 30, or 75% of basic pay). 


b. Normally, an officer will be retired, on his own application, on 
the first day of any month after he completes 30 years of active service. 


c. An officer may also request retirement after completing 20 but less 
than 30 years of active service. However, his retirement will be approved 
only if his services can be spared without adverse effect on the continued 
and effective operations of NOAA's programs, and provided he has completed 
at least 2 years of active service in his current grade computed from his 
date of rank in such grade. Waiver of this time-in-grade requirement may 
be made by the Director, NOAA Corps due to extenuating circumstances. 

(33 USC 8534) 


d. An officer may be retired involuntarily, as provided herein, 
because of statutory age, failure to be selected for promotion, or when 
his retirement is considered to be in the best interests of the Service. 
(33 USC 853k and 853q) 


2. Voluntary Retirement 


a. Creditable Service s 
To establish eligibility to voluntarily retire under the provisions of 
33 USC 8532, an officer must complete 20 years of active service of which at 
least 10 years was service as a commissioned officer (33 USC 864; 10 USC 6323). 
Active service for this purpose is defined as all active duty, including 
active duty for training, in the Armed Forces, and all active service asa 
commissioned officer, deck officer, or junior engineer in the Nationai Oceanic 
and Atmospheric Administration, the Environmental Science Services Administration, 
or the U.S. Coast and Geodetic Survey (33 USC 8530-1; 33 USC 864; 10 USC 6323). 


b. Retirement Application 
(1) An eligible officer desiring voluntary retirement shall 
submit his retirement application at least six months before the date he 


desires transfer to the retired list. In unusual or emergency situations, 
the six-month requirement may be waived by the Director, NOAA Corps. 
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(2) Except for officers serving in the grade of rear admíral 
(upper half) or higher, retirement applications shall be in letter 
form addressed to the President of the United States and forwarded 
through the chain of command, including the cognizant office of the 
primary organization element, to the Director, NOAA Corps who acts for 
the President for this purpose. For officers serving in the grade of 
rear admiral (upper half) or higner, such applications shall be addressed 
to the President and forwarded through the cnain of command to the 
Administrator of NOAA who acts for the President in this instance. 


(3) Retirement applications shall be processed promptly through 
the chain of command. Endorsements shall indicate whether the requested 
retirement date is compatible with the planned operations of the ship or 
activity and, wnen appropriate, recommend an alternate date. 


c. Application Format 


(1) Suggested wording for a voluntary retirement application is 
as follows: "Having completed (fill-in) years of active service, I request 
transfer to the Retired List to be effective on the first day of (month and 
year)." If desired, amplifying information may be included in separate 
paragraphs. 


(2) All retirement applications shall include the following 
Statement: "To my knowledge, I am (not) financially indebted to the 
Government of the United States." If knowledge of indebtedness exists, 
this statement should indicate the amount of indebtedness and the schedule 
established for repayment. 


d. Request for Withdrawal or Change of Effective Date 


Upon request, the Administrator or Director, NOAA Corps, as appropriate, 
in his discretion, may approve the withdrawal of a tendered or approved 
retirement application, or a change in the effective date of retirement, 
Provided such request is approved before the retirement is effected. 
Generally, reauests to extend an effective date of retirement will be 
approved provided the extension is for at least six months. All 
requests for withdrawal or change of effective date shall be submi*tec 
through the chain of command as outlined in b(2) above and contain 
justification for the requested action. 
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e. Effective Date 


The approved effective date of retirement under the provisons of 33 USC 8532 
will be specified in retirement orders by the Director, NOAA Coros. By 
operation of law, the date specified shall be the first day of the 

month. The officer's last day of active duty is the last day of the 
preceding month. (5 USC 8301) 


3. Involuntary Retirement 


nena he nn 


a. Statutory Age 


(1) When any officer serving in a grade below that of rear admiral 
has attained the age of 60 years, he shall be placed on the retired list 
effective on the first day of the month following his 60th birthday. 

(33 USC 853k(a)) 


(2) When any officer serving in a grade above that of captain 
has attained the age of 62, he shall be placed on the retired list, except 
that the Secretary of Commerce may, in his discretion, defer placing such 
officer on the retired list for the length of time he deems advisable but 
not later than the date on which he attains the age of 64 years. 
(33 USC 853k(b)) 


b. Failure of Selection for Promotion 


(1) As recommended by the Officer Personnel Board, any officer in 
the permanent grade of lieutenant commander or commander who twice in 
succession fails of selection for permanent promotion may be involuntarily 
retired or retained on active duty at the discretion of the Director, 

NOAA Corps. An officer is considered to have failed of selection when 
(i) he is in an established promotion zone; (ii) he is not selected for 
promotion; and /iii) an officer junior to him is selected from within 
the promotion zone. 


(2) In any fiscal year, the total number of officers involuntarily 
retired pursuant to this subparagraph, subparagraph c below, and the number 
of officers involuntarily discharged in accordance with paragraphs lh and 
lc, NOM 56-57, plus the number of officers retired for aae under suboaraaraph 
a above, shall not exceed the whole number nearest 4 percent of the total 
authorized’ number of officers on the active list. (33 USC 8530) 
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(3) Any retirement pursuant to this subparagraph shall become 
effective on the first day of the sixth month following the date of 
approval of the retirement by the Director, NOAA Corps, unless the 
officer concerned requests earlier retirement, in which case the date 
shall be as determined by the Director. (33 USC 853g) 


c. Best Interest of the Service 


(1) As recommended by the Officer Personnel Board, any officer 
in the permanent grade of captain, commander or líeutenant commander may 
be transferred to the retired list, at the discretion of the Director, NOAA 
Corps, for the best interest of the Service pursuant to the provisions of 
33 USC 853g. An officer's involuntary retirement is considered to be in 
the best interest of the Service for one or more of the following reasons: 


(a) ‘n officer's performance of duty is at a level below 
that expected of an officer of his office, rank or grade, and who is not 
well fitted for the duties and responsibilities of higher grades; 


(b) An officer is not suited for continued service for one 
or more of the following similar causes: 


1. Conduct contrary to laws, regulations, or administrative 
directives applicable to commissioned officers. 


2. Intentional omission or misrepresentation of facts 
in official statements, either oral or written. 


3. Act of intemperance and/or personal misconduct to 
the discredit of the Service. 


(c) A reduction in the strength of the Corps is necessary by 
reasons of program contraction or numbers limitation. 


(2) in any fiscal year, the total number of officers involuntarily 
retired pursuant to this subparagraph, subparagraph b above, and the number 
of officers involuntarily discharged in accordance with paragraphs |b and 
lc, NDM 56-57, plus the number of officers retired for age under subparagraph 
a above, shall not exceed the whole number nearest 4 percent of the total 
authorized number of officers on the active list. (33 USC 8539) 
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(3) Any retirement pursuant to this subparagraph shall become 
effective on the first day of the sixth month following the date of 
approval of the retirement by the Director, NOAA Corps, unless the 
officer concerned requests earlier retirement, in which case the date 
shall be as determined by the Director. (33 USC 853g) 


4. Process 


X aœ When involuntary retirement under the provisions of 3c, above, 
is indicated, except when a reduction in strength is necessary by reason 
of program contraction or numbers limitation, the officer concerned 
shall be notified of his/her right to show cause as to why the retirement 
should not be carried into effect, prior to a final decision on retirement 
from service, 


b. If the officer concerned does not elect to exercise the right 
to show causc as set forth in a, above within 20 day. of receipt of 
the notification, or states in writing a desire not to elect to exercise 
the right as set forth in a, above, retirement shall be effected as 
prescribed in 3c above, as appropriate. 


c. If the officer concerned elects to exercise the rights under 
a, above, the Director, NOAA Corps shall provide the officer with the 
opportunity to submit any evidence the officer may wish to present to 
the Officer Personnel 8card, and if the officer appears in person to 
call and question any witness wno has knowledge of the case. A complete 
record of such proceedings shall be made and forwarded to the Director, 
NOAA Corps for review prior to final determination. In the event the 
record is not in the form of verbatum transcript the officer involved 
shall be notified of the right to review the record as forwarded by 
the Board to the Director, NOAA Corps and include an additional statement 
concerning any disagreement with the record as submitted. 


d. When a personal appearance to show cause in accordance with 
a. above is requested by the officer concerned, the following rights 
shall accrue: The officer may be represented by a representative of 
his or her choice; the officer may request any witness wno has 
knowledge of the case, and reasonable efforts shall be made to obtain 
witnesses so requested; submit evidence by affidavit or otherwise to 
the Board; and question witnesses called by the Board. 


e. An officer who has been recommended for involuntary retirement DS 
under the provisions of 3.b above, may request within 30 days of receipt 
of notification, that the Director, NOAA Corps appoint a Records Examination 
Board to determine whether or not information contained in tne officer's 
personnel file snould be corrected or removed. Such a request must 
5e in writin^ and specifically identify the records or parts tnereof 
to te corrected or removed. At the discretion of the Director, “NAA 
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56-47 COMMISSIONED OFFICERS - NONDISABILITY RETIREMENT (Cont'd) 


b. A part of a year that is six months or more which may be obtained 
by adding the total service outlined above shall be credited as a whole 
year for multiplier purposes. 


c. Retired pay may not exceed 75 percent of the basic pay upon 
which the computation of retired pay is based. 


7, Payment of Retired Pay 


a. The pay accounts of retired NOAA officers are maintained and 
administered on a contract basis by the Commanding Officer, U.S. Navy 
Finance Center, Cleveland, Ohio 44199 in accordance with Navy rules 
and regulations governing retired pay. Therefore, retired NOAA 
officers shall comply with the instructions of the Commanding Officer, 
Navy Finance Center regarding their retired pay. 


b. Any allotments an officer has in effect while on active duty 
are discontinued upon transfer to the retired list. In order to allot 
from retired pay, a signed letter request to the Navy Finance Center 
is required. The letter must specify the name and address of the 
allotee, the amount of the allotment, and the date of the first payment. 
Allotments are limited 
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l. General 
° a. An ensign or any other officer, during the first three 

years of service, wno is determined by the Officer Personnel Board to be 
mentally, morally, or professionally not qualified for retention with 
the approval of the Director, NOAA Corps, shall have the commission 
revoked. (33 USC 853e(b), 33 USC 853t (a)) 


b. AS recommended by the Officer Personnel Board, the Director, NOAA 
Corps,may discnarge from service with severance pay any officer in the 
permanent grade of lieutenant or lieutenant (junior grade) who twice in 
succession fails of selection for promotion. An officer is considered 
to have failed of selection when (1) the officer is in an established 
promotion zone: (2) the officer is not selected for promotion; and (3) an 
officer junior to the officer In question is selected from within the 
promotion zone. (33 USC 853g; 33 USC 853r). 


c. As recommended by the Officer Personnel Board, any officer in 
the permanent graue of lieutenant or lieutenant (junior grade) may be 
discharged pursuant to 33 USC 853g, with severance pay in the discretion 
of the Director, NOAA Coros, for the best interest of the Service. An 
officer's discharge is considered to be in the best interest of the 
Service for one or more of the following reasons: 


(1) An officer's performance of duty is at a level below that 
expected of an officer of the office, rank or grade, and who is 
not well fitted for the duties and responsibilities of higher grades; 


(2) An officer is not suited for continued service for one or 
more of the following similar causes: 


(a) Conduct contrary to laws, regulations, or administrative 
directives applicable to commissicned officers. 


(b) Intentional omission or misrepresentation of facts in 
official statements, either ora] or written. 


(c) Act of intemperance and/or personal misconduct to the 
discredit of the Service. 


(3) A reduction in the strength of the Corps is necessary by 
reasons of program contraction or numbers limitation. 
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56-59 COMMISSIONED OFFICERS - INVOLUNTARY NONDISABILITY DISCHARGE (Conc'd) 


d. In any fiscal year, tne total number of officers involuntarily 
dischargec in accordance with subparagrapns b and c above, and the number 
of officers invoiuntarily retired under subparagraohs 3b and 3c, 40M 56- 
47, plus tne number of officers retired for age pursuant to suboaragraph 
3a, NOM 56-57, snall not exceed the whole number nearest 4 percent of 
the total authorized number of officers on tne active list. (33 USC 8539) 


Qd. Ef^ecUt:ve Date of Discharge 


a. Tne affective date of separation for an officer whose commission 
is revoked snail be as determined by the Director, NOAA Corps. 


b. Involuntary discharges under 1b and Ic above shall become ef- 
fective on the first day of the sixth month following the date of ap- 
proval by the Director, NOAA Corps, unless the officer concerned requests 
earlier separation, in which case the effective date shal! be as de- 
termined by the Director. (33 USC 853g) 


3. Process 


a. When involuntary separation under the provisions of 1l a. or 1! c. 
above is indicated, except when a reduction in the strength of the Corps 
is necessary by reasons of program contraction or number limitation, the 
officer concerned shall be notified of the right to show cause as 
to why the separation should not be carried into effect, prior to a final 
decision on separation from service. 


b. If the officer concerned does not elect to exercise the 
right to show cause as set forth in a.above within 30 days of receipt of 
the notification, or if the officer states in writing a desire not to 
elect to exercise the right as set forth in a. above, separation 
shall be effected as prescribed in 2. above. 


c. If the officer concerned elects to exercise the rights 
under a. above, the Director, NOAA Corps, shall provide the officer with 
the opportunity to submit any evidence the officer may wish to present 
to the Officer Personnel Board, and, if the officer appears in person, 
to call and question any witness who has knowledge of the case. A 
complete record of such proceedings shall be made and forwarded to the 
Director, NOAA Corps, for review prior to final determination. In the 
event the record is not in the form of verbatum transcript, the officer 
involved shall be notified of the right to review the record as 
forwarded by the Board to the Director, 'IOAA Corps, and include an 
additional statement concerning any disagreement with the record as 
submi tted. 
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d. When a hearing in accordance with a. above is requested by the 
officer concerned, the following rights shall accrue: The officer may 
be represented by a representative of the officer's choice; the officer may 
request any witness who has knowledge of the case, and reasonable efforts 
shall be made to obtain witnesses so requested; the officer may submit evidence 
by affidavit or otherwise to tne Board; and the officer may question 
witnesses called by the Board. 


e. An officer, who has been recommended for involuntary separation 
under the provisions of l.b. above, may request within 30 days of receipt 
of the notification that the Director, NOAA Corps, appoint a Records 
Examination Board to determine whether or not information contaíned in 
the officer's personal file should be corrected or removed. Such a request 
must be in writing and specifically identify the records or parts thereof 
to be corrected or removed. At the discretion of the Director, NOAA Corps, 
a board of one or more officers senior in rank to the officer involved 
and who have not in any way participated in the recommendation to separate, 
may be appointed as a Records Examination Board to receive any evidence 
the officer may wisn to submit and make appropriate recommendations to 
the Director, NOAA Corps, concerning corrections, deletions or additions 
to the officer's personal file. 


f. A request by an officer for a Records Examination Board (under e. 
above if granted) shall entitle the officer to present evidence either 
in person or by affidavit to the Board. A summary of the record of such 
proceedings along with the Board's recommendation shall be shown to the 
officer involved prior to submission to the Director, NOAA Corps. If 
the officer involved disagrees with the sumnary of the record or the 
recommendation of the Board, may submit In writing the reasons therefore 
to the Director, NOAA Corps. 


4. Severance Pay 


Any officer separated, pursuant to subparagraphs 1b or lc above, shall be 
paid a lump-sum payment computed on the bas{s of two months' basic pay 

at the time of separation for each year of service, but not to exceed a 
total of two years' basic pay. A fractional year of six months or more 
shall be considered a full year in computing the number of years of service 
upon which to base the lump-sum payment. (33 USC 853h) 


>. Other 


Those provisions of NOM 56-48 (paragraphs 3 and 4), regarding separation 
medical examinations and additional separation procedures are applicable 
to officers being separated in accordance with this directive. 


ENO 
- 3 - 


TM No. 367 


ae 





CO 


10. 


EL, 


HE. 


LIST OF REFERENCES 


Allen, Galen Bruce, The Personnel Assessment Center: 


A Review and Suggested Application, Masters' Thesis, 
Naval Postgraduate School, Monterey, California, 1974. 


Bayrorf, A.G., Haggerty, Helen R., and Rundquist, 
E.A., "Validity of Rating as Related to Rating Tech- 


nodes and Conditions," Personnel Psychology, v. 7, 
Men 2, p. 93-113, Spring 1954. 
Beer, Michael and Ruh, Robert, "Employee Growth Through 


Performance Management, Harvard Business Review, p. 59- 


66, 1970, 

The Conference Board, Managing by-and with-Objectives, 
The Conference Board, Inc., 1968. 

Po DOS MO. in Dock, Y. Thomas, Luchsinger, Vincent 
P., and Cornette, William R., MIS, A Managerial Per- 


spective, p. 77, Science Research Associates, Inc., 
1977. 


Eg cc). We, Forced Choice: Better Than Other 
Ratine Methods?" Personnel, v. 36, no. 3, p. 80-83, 
May-June 1955. 


Cummings, L.L., and Schwab, Donald P., "Designing 
Peerarsal systems for Information Yield," California 
Management Review, v. II, no. 4, p. 18-25, Summer 1978. 


Cummings, L.L., and Schwab, Donald P., Performance in 
Det ations, Chapter 9, Scott, Foresman, and Coe, 1973. 


Meee. Seashore, 5.2,, and Tiffin, V., "A Factor 
uuo or am Industrial'Merit Rating Scale," Journal 
of Applied Psychology, no. 25, p. 481-486, 1941. 


Flanagan, John C., and Burns, Robert K., "The Employee 
Performance Record," Harvard Business Review, p. 95- 
102, September-October, 1957. 


Ford, Robert C. and Jennings, Kenneth M., "How to Make 
Performance Appraisals More Relevant," Personnel, p. 51- 
56, March-April, 1977. 


French, Wendell L., The Personnel Management Process, 
Papers, Havehoon Mrrtlin Co., ; 


) 


228 





B5. 


14. 


lE. 


IN. 


B9. 


20. 


De. 


2. 


24. 


25: 


Haynes, Marion G., "Developing An Appraisal Program," 
Personnel Journal, p. 14-19, January 1978. 


daynes, Marion G., "Part II: "Developing An Appraisal 
ER E Personnel Journal, p. 66-67, February 1978. 
HO, 107. 


Heisler, W.J., “Promotion, What Does It Take to Get 
Mead? Búsiness Horizons, p. 57-63, April 1978. 


Holtamder, E.P., "Buddy Ratings: Military Research 
and Industrial Applications," Personnel Psychology, 
Vol. 7, no. 3, p. 385-393, Autumn 1954. 

Exc d NH nephapt, N.D... and McCormick, E.J., 

"The Paired Comparison Technique for Rating Performance 


pM ud S.ris) Employees,” Journal of Applied Psychology, 
Vol. 33, No. 1, p. 69-77, February 1949. 

Lovez, Felix M., Evaluating Employee Performance, 

a 190-197, Public Personnel Association, 1968. 

None c P.W. and Hinrichs, J.R., "A New Tool for 


Supervisory Self-Development," Personnel, p. 46-53, 
July-August 1959. 


McGregor, Douglas, "An Uneasy Look At Performance 
Appraisal," Harvard Business Review, p. 133-138, 
september-Octooer 1972. 


Millard, Cheedle W., Luthans, Fred, and Ottemann, 

Robert L., "A New Breakthrough for Performance Appraisal," 
Business Horizons, p. 66-73, August 1976. 

Oberg, Winston, "Make Performance Appraisal Relevant," 
Harvard Business Review, p. 61-67, January-February 1972. 


Pacger-on, Donald G., "The Scott Company Graphic Rating 
Sw "Journal of Personnel Research, v. 1, p. 361-376, 
December-January 1922-1923. 


Ec cwDenald G. (a), “Rating,” in Fryer, D.H., 


and Henry, E.R., Handbook of Applied Psychology, Volume 
EDO Holz, Rinehart, and Winston, 1950. 


Patton, Arch, "How to Appraise Executive Performance," 
BE DdN:HSIHess Review, v. 38, no. 1, pp. 63-70, 


January-February 1960. 


229 





26 . 


27. 


zen, 


29. 


30. 


pi. 


po. 


33. 


34. 


35. 


Richardson, Marion W., "The Free-Written Rating" in 
Dooher, Joseph M. and Marquis, Vivienne, Ratins En- 


ployee and Supervisory Performance, p. 37, American 
Management Association, 1950. 


oum Thomas Arthur, "Merit Rating Criticized," 
Poescommelwwournal, v. 24, no. 1, p. 6-15, May 1945. 


Sehmerer, Dena B., "The Impact of EEO Legislation on 
Performance Appraisals,” Personnel, p. 24-34, July- 
August 1978. 


moe eacad D., “Taking Subjectivity Out of Perform- 
ance Appraisal,” Fersonnel, p. 45-59, July-August 1973. 


Sisson, E. Donald, "Forced Choice - The New Army Rating,” 


Personnel Psycnology, v. 1, no. 3, p. 365-381, Autumn 
1945. 


MENO Erwin K., and Hastman, Roy, "Relation of Format 
ama Administration to the Characteristics of Graphic 


Naci cales," Personnel Psychology, vol. 9, no. 2, 
p. 181-206, Summer 1956. 


Teel, Kenneth S., "Self-Appraisal Revisited," Personnel 
emma, p. 365-367, July 1978. 


Mitin, Joseph, "The Forced Distribution System," 
am Dooner, ‘M., Joseph, and Marquis, Vivienne, Rating 


Employee and Supervisory Performance, American Manage- 
ment Association, 1951. 


Wadsworth, Guy W., Jr., "The Field Review Method of 
Employee zvaluation and Internal Placement," Personnel 
Journal, vol. 27, six articles, June to December 1948. 


Mister) Thomas L., and Harper, Shirley F., Performance 
Manaa Part 3, Holt, Rinehart and Winston, 1964. 


— mm MM 


230 





TE 


ON 


OO 


10. 


Prat PisTRIBULTION LIST 


No. Copies 


m cuse Documentation Center 
Cameron Station 2 
Alexandria, Virginia 22314 


Library, Code 0142 
Naval Postgraduate School 2 
Monterey, California 93940 


Department Chairman, Code, 54 

Department of Administrative Science i 
Naval Postgraduate School 

Monterey, California 93940 


Professor John R. Senger, Code 54 Se 

Department of Administrative Science 1 
Naval Postgraduate Scnool 

Monterey, California 93940 


Professor R.S. Elster, Code 54 Ea 

Department of Administrative Sclence 1 
Naval Postgraduate School 

Monterey, California 93940 


Rear Admiral Harley D. Nygren 

Director, NOAA Corps 10 
NOAA 

Rockville, Maryland 20852 


wo anrd®Mrs. T.E. Gion 

4314 Marina City Drive 1 
Aparcament 1126C 

Marina Del Rey, California 90291 


Captain and Mrs. A.E. Theberge 
600 Chapman Drive 1 
Corte Madera, California 94925 


colmenel RIA. Hobbs, USAF (Ret.) 
Route N, Box 98 1 
Do me. Arkansas 72687 


LCDR Albert E. Theberge, Jr. 


4172 Piedra Court 1 
Boulder, Colorado 80301 


29L 





21, 


b. 


E. 


CDR Donald Nortrup, Code 68 Nr 
Department of Oceanography 
Naval Postgraduate School 
Monterey, California 93940 


Mr. T.J. Kunkel, Personnel Department 
Bechtel Corporation 
P.O. Box 3965 


Sameeeaneioeco, California 94119 


Jack M. Tharpe 

Vice President, Employee Relations 
Srameend O21 Company (Indiana) 

200 East Randolph Drive 

Chicago, Illinois 60601 


Defense Logistics Studies Information 
Exchange 

U.S. Army Logistics Management Center 

Fort Lee, Virginia 23801 


232 














~ - . 


€ — — 
—— — —ÁÀ— 
c 
— 
— in 
— 
2n 
-m Á 
p ——— d 
OO 
dL — —Óc 
eÁ 
— 
p 
——, 
Cl <- 
—— 
—————————— 
— 
Im 
Pe Tr 
ST 
> 
ne 
e 
—_— t 
—ÓÉÓÁÁÁ— 
— MH 
_ 
Ss 
A 
o 
LIÉ 
A 
m 
u, 
n 
m —  Ó— — —À 
 — 
m nn 
— 
m ER 
—Ó 
—— 
-— À——XM —À 
r 
o 
—— [m 
m 
zz 
-r 


ll 


l 


a Dad 
B à 
" 
` 
d - ae 
“ey 
x ^ 
- = 
Tir La 
rM 
are A 
! . 
E ~ 
= 5 P 
HAN, qe 
- 
ed! ^ - 
a" 
ya ap 
è T 
Ha a 
X 
- 











DIET? 


RI EHER RA AW OON AERA ARMY 


3 2768 002 03472 0 
DUDLEY KNOX LIBRARY 








x Y, y D La « e 
SS A E! AA 
ODA ES 
bs + ela Late DO 
ut 4 pi Sets See he EO 
y A ^ 
on URN ran P n ` 
Taa > ead - 
N Ed 
nn Y N A 
A A 
Ln nde ie ow d as 
E 4 
* md Ms Th oY » 
MN EUA A ET 
de S HAL TDT 4 
[Rl P 


th 





"uw -T 


DET STE 














L M 
n "I^ 
» 
- 
r 
^ m. T 
9 LJ 1 
` 
LP 
s e 
” Al " * 
4 
" 
rec J T 
= ‘ 
s a 
E i E 
vu ^ 1 4 
d S d 
` N x Y ‘ - "Y i 
b M ^ * 
ys 
1 
r N 
EA YN V P + ^ ` M 
LA 
> + ET E $ = t LS 
vi," d ner vr 
© b 4 + ta" La 
a , 4 ter t N 
1 Ww AM k n LE s 
u 5 V^ d T 
nr ur Ag wm Ve Ei hon 
A E x xm Y e Lh A 4 | m 
TF AS YY A & wre a 4 
M Yt: > lI i | E 
7 T 
4 we 
br UTA HA k MB 
coste S NUUS T ^ " : ^V 
" ) 
" : v es Y $ 
y x Ya “49 " SON vM " X 
t TEN velt 4%) y B ` 
ws 3 X x X Nem Y PELA x 
SEEN en LAS NR 
ATERRAR A DY St 
Re | b A RM ETT RR 
DIET SOR CK i bre Be 
PETER Vas DS N 
LS k SON Y MM 
+s 5 EST ATE A X 
S rh eh ON 








44 


„ii 
TRI 


T 


* 
A 
Ld . 
. 
. 7 a 
y ‘ 
ê 
^ o 
bi. 
=! ET 
ey 
q he ar 
sx / 
dn ie ^ 
j$.3 » 
4 TT " 
AL 
> r3 4 in, 13 
7 
aC + 
B PEF po 
j 
" 9 su 
, M 
" As 
dy MI IT h 
Stefa 1 L 
wir ^r- di. d 
un 
4 M y 
Ow 
vr ^ 


e 


a » 
Ls 
a 
A g 
E 
up 
" 
49 
Mi dd md da PI 
d 
e ois 
"PP 
oe 
dE] L 
e * 





A 
“ 
. 
s 
y 
— 
y... 
ep y 
spia oa e 
T 
sov 
- 
ae 
4 » “ 
2d 
viga T a 
aps 
oad ah. $ 
z : 
MT " 
iam 
uya 
` 
- 
o 
P 464 o B. 
~i a 
" > E 
he edura 
n ud. om 
a e y 
T P 


